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ABSTRACT 
The present empirical investigation was aimed to study the problem 
entitled " Organisational Cultxire as a determiner of job-satisfaction and work 
commitment - A study of supervisors and middle level managers." It was amply evident 
from the survey of literature that organisational culture in relation to job-satisfaction 
and work commitment has not been studied earlier, especially in Indian context. Since, 
there is an increasing importance as well as cry for improving organisational culture 
based on the philosophy and approach of work humanisation, so, there was and still is a 
need of time that the various determiners of organisational culture and organisational 
culture as a whole be explored to see their impact on the work related behaviour like 
job-satisfaction and work commitment that are definitely instrumental for attaining 
organisational effectiveness, growth and development. And it is, indeed, true that 
without enriching organisational environment, organisation's potential efficiency and 
development can't be ensured. Hence, such task was certainly challenging and 
important which the present researcher who not only designed and conducted the study 
but also had initially made successful effort in developing the scales too relevant for the 
present work undertook. Therefore, the present investigation was challenging and 
relevant as well. 
The entire empirical work on the problem has been described under five 
different chapters. In Chapter-I developmental history, nature, and concepts of various 
IVs and DVs have been e)q)lained, whereas, in Ch^ter-II, comprehensive details of the 
survey of literature are presented. In the light of the survey of literature, null-hypotheses 
were formulated, as there were no sufficient similar studies, which could have provided 
any direction of the influence of the respective IVs on DVs. 
Chapter-ni has been meant for describing methodology where the steps opted in 
carrying out the investigation have been enumerated. The chapter discusses the details 
of the sample conprehensively. It is witnessed from the study that the sample of 
supervisors (n=140) and middle-level managers (n=140) were randomly chosen for 
investigation from semi-public sector unit namely Instrumentation India Ltd., Kota. 
Abstract 2 
Having given the emphasis on sample, tools used were discussed. Porter's (1961) need-
satisfaction scale which is well knoAvn and highly standardised scale was used for 
measuring job-satisfaction and for measuring work commitment-a scale was developed 
based on three facets vi2., affective commitment, continuance commitment and 
nonnative commitment and in all there were 15 iten^ in the scale. Organisational 
culture scale was also developed and for that a questionnaire based on twelve 
dimensions namely, fairness, mutual trust, openness, organisational climate, 
organisational environment, synergy, autonomy, work vahies, organisatk)nal 
belongmgness, confi-ontatbn, pro-action and organisational loyahy, consisting of 44-
items was developed. The reliability (split-half) and validity (congruent) of both the 
scales namely, work commitment and organisational culture were ascertained hence, 
both the scales are highly standardised. 
Chapter-IV was meant to describe and discuss results. Results highlights that 
organisational culture as a whole is a significant predictor variable of job-satis&ction 
and work commitment and moreover, some other &cets of organisational culture have 
also been found to sigiiificantly influence the dependent variables but these predictor 
variables are not found consistent with numerous DVs, hence, a very generalised 
findings could not be obtained. 
In the Chapter-V, "Concluswn and Suggestions" have been presented. Having 
described brief outcomes of the study, some suggestions have also been put-forth. It has 
been suggested for wkler generality of the outcomes of the investigation that the study 
must be conducted on varied other sanqjles hke technical, non-technical productwn-line 
workers for whom conducive organisational culture too is a motivational force and most 
likely a satisfying experience leading to commitment with work and the organisatwn. 
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Chstpter-I 
INTRODUCTION 
The question of improving human efficiency has a long history but advent 
of industrial revolution had revolutionised the phenomenon of eflRciency in the woric 
context. The quest for improving employee's efficiency started from the pioneering 
work of Taylor (Scientific Management). Taylor^s focus being task-centred coukl 
not remain free of criticisms for a long period and as a result of numerous criticisms 
Mayo and his associates moved forward with the philosophy of en^loyee-oriented 
approach which was popularly known as human-relation approach. This £q;)proach 
spread over the world of work as a movement, >^ch was witnessed to be at its peak 
during 1930's to 1950's. It will not be anyway imtrue to say that human-relation 
movement turned the managers and supervisors style of functioning from kick-in-
the-back £q>proach to carrot approach that is successively increasing democratic and 
humanised work-culture providing utmost fulfilment of employees needs at work. 
Hence, emerging trend of increasing liberalisation, globalization, and 
transnational invasion has raised and set competitive standards. In the wake of such 
dynamic and fi^e business transactions with the world at large, Indian organisations 
are feeing unprecedant conpetitive challenges involving task, technology, and 
business strategies. The liberalisation of trade across geographkal boundaries 
brought wide ranging economic reforms combined with revolution in communication 
and information technology which are considered to be the land marks in giving a 
distinct shift to the nature of strategic business. Therefore heightened impact of 
global trends and events on organisational performance is offering a plethora of 
of^rtunities as well as risks. Success is most likely to come to those who are 
c^iable in managing to combine the virtues of conflicting paradigms rather than to 
sinq>ly rely exclusively on single predetermined strategy or principles. Thus 
management should think serioiisly on it and through concerted efforts should 
develop such strategy through vAacYi effective and efficient organisational 
fiinctioning could be achieved in the best possible manner. HRD approach is one of 
the most popular and efficient means to enhance organisational effectiveness 
basically focusing on maximum and proper utilisation of all resources such as 
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human, financial, technical and information resources, although, human resources 
occupy central importance in HRD. 
^ Among all the possible resources, human resource plays a key role in 
turning the organisation's wiieels to move-It is therefore necessary that organisation 
should take care of employees' well being and work related behavioural aspects like 
human motivation, satis&ction and the various aspects of commitment and 
involvement. It is also, indeed, true that continuing rapid growth and devetopment 
are causing tremendous change in all aspects of life &cets, especially, in the 
technical and information resource areas. These realities have consequently changed 
human needs, personal and social values and perception In such a fast changing 
scenario there are viable means of developing an employee-oriented culture wiiere 
en^)loyees irrespective of their legitimate hierarchy or power position may enjoy 
working and may feel at-home while discharging their responsibilities at work. It is 
in^)erative to stress on t^hat the notion of enjoyment and feeling at-home in working 
may not ^pear imless positive organisational culture exits where people have feith, 
trust, co-operation, co-ordination, self-motivation, e}q)erience satisfaction and 
ultimately these may lead to heighten commitment, etc. In view of these facts, the 
present endeavour was undertaken to study organisatk>nal culture as a function of 
job-satisfaction and employee's work-commitment where-in organisational culture 
was taken as independent variable and job-satis&ction ak>ng with work commitment 
were taken as dependent variables. The details of the meaning and concepts of the 
variables that were studied for this larger Ph.D. work follow: 
Job-Satisfaction:^ 
The story of man's quest for survival begins from the very existence of 
mankind on earth. As much before e?q>k>ring the outer world, man set-forth his 
journey towards self-understanding that in general, directed human behaviour for 
need-fulfilment specially, for their survival. Hence the phenomenon of satisfriction 
has always been important for human being but in work context the very concept of 
job-satis&ction was for the first time coined in 1935 and the credit for bringing it in 
currency goes to Hoppock. Who opined that job-satisfaction is "a combination of 
psychological, physiological and environmental circimistances that causes a person 
truthfully to say, "I am satisfied with my job." He enumerates six major &ctors of 
Chapter-I 3 
job-satisfaction which he extracted from his study are (i) the way the individuals 
reacts to unpleasant situations, (ii) the facility with which the employee adjusts 
himself with other persons, (iii) has relative status in social and economic group with 
which he identifies himself, (iv) the nature of work in relation to his abilities, interest 
and preparation, (v) Security, and (vi) Loyalty. 
The concept of job-satisfaction is central to psychologist and other 
behavioural scientist who tried their level best to explain the phenomenon of job-
motivation and job-satisfaction as these two terms are generally used as synonym to 
each other. Athough there is functional difference between the two terms viz., 
motivation and satisfaction. Very briefly, it is to say that motivation involves a 
process and satisfaction is an outcome of the complete motivational process. 
Therefore, similar theories e^ qjlain to both job motivation and satisfaction. Brief 
description of job-motivation-job-satisfaction theories follow: 
^ Maslow (1943) had initially given theoretical perspective, which later by 
the year 1954 has been extensively used as a fiameworit to study employee's job 
attitudes and job satisfaction. In his theory, Maslow had postulated that basic needs 
are structured in a hierarchy of prepotency and probability of {q:q)earances. The 
hierarchy of needs in ascending order of prepotency are the physiological, security, 
social, esteem, and self-actualisation needs. Maslow viewed needs like the rods or 
steps of a ladder that must be climbed one rui^ at a time. Thovfore man moves 
successively up a need hierarchy provided his/her need in fulfilment process is 
adequately satisfied and in such a &shion needs emerge one after the other among 
people especially at work. According to Maslow, a person may only develop self-
actualisation when his/her physiological, safety, social, and esteem needs are 
adequately satisfied The hierarchical order of needs however, are not ri^id and same 
for all individuals. Various investigators (Argyris, 1957; Davis, 1957; Haire, 
1956,1959; Leavitt, 1958; Smith, 1955; Viteles, 1953) while discussing need 
satisfaction of individuals working in Industrial organisations have used this 
conceptualisation of a hierarchy of need in one form or the other. Further Porter 
(1961 & 1962). Porter & Lawler (1968); Narain (1973); Nahta (1980); Daftuar 
(1982); Vikas & Mukesh (1986); and Mohan, Sehgal and Rana (1991) reported 
that self-actualisation, esteem and social needs were satisfied more at the higher 
levels of job. These findings clearly emphasise that there is a corresponding 
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relationship between need hierarchy and organisational hierarchy, hence, basic needs 
are work related for the people of lower organisational ladder and higher order needs 
for tl« people of higher organisational ladders. Therefore, generally in organisational 
structure general manager may only think for fulfilment of self-actualisation need. A 
few challenged the validity of the need hierarchy theory and do not fully endorse 
Maslowian contention. Lawler & Suttle, 1972; Locke, 1976; aod Vig, 1978 pointed 
out that needs are not static rather dynamic, change in view of the situations in which 
en^loyees become involved. 
'^ Herzberg and his associates namely, Mausner and Snyderman (1959) 
on the basis of their findings put-forth two-&ctor theory advocating that there are 
two different sets of factors, one of which is responsible for satisfaction and the other 
only for dissatisfaction. The former set of Actors is also called as content Actors', 
'motivation' and 'intrinsic fectors'. These fectors include achievement, recognition, 
responsibility, advancement, work it-self, etc. Herzberg et aL, also viewed that 
contrary to satisfiers there is another set of fectors which is only responsible for 
dissatisfaction which is called as 'dissatisfiers' and it is also known as 'hygiene', 
'context' and 'extrinsic factors'. These fectors include job-security, con^any policy, 
status, supervisory relations, quality of supervision, peer-group relations, pay, 
working conditions, etc. One ^pealing aspect of Herzberg's e?q)lanation of 
motivation is that the terminology is work-oriented. Despite this important feature, 
Herzbei^ et aL's work has been critkised on the ground of using critical incident 
technique (CIT) (Danette et aL (1967); Hersey and Blanchard (1977); Pestonjee 
and Basu (1972); Pareek and Keshato (1981); Mishra and Jain (1986); Mohan 
and Kakkar (1990); Davis (1977); and Akhtar and Bhargava (1974). The other 
criticisms, which were raised, are? the study is a sample biased, it involves 
respondents' ego-defensive reaction (King.1970). Inspite of these criticisms 
Herzberg et al. model has provided conducive and highly fruitful information in 
quest of enhancing and maintaining motivation and satisfaction at work. 
y Adams (1963) also proposed a theory and his theory is known as 'equity 
theory'. He asserts that for some type of needs, a person's preference level for the 
thing he fulfils the need is affected by social conqiarison process. A person con^)ares 
his pay with those workers who have almost similar jobs, skills, and seniority. If a 
person's pay is higher or less than person(s) compared, he will perceive it to be 
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inequitable. In a nutshell, it is to say that in the light of Adams approach the feeling 
of experience of satisfaction dissatisfaction is a function of input-outcome ratio. 
When input-outcome is perceived to be equal then this condition is likely 
instrumental in enhancing motivation and satisfaction. On the other hand, if there is 
any discrepancy between input-outcome factors, it is most likely to create inequity or 
dis-equilibrium, subsequently generating either over satisfaction or dissatisfaction or 
under both the conditions it is most likely that performance is deteriorated. 
Criticisms are labelled against Adam's theory too with reference to 
problems related to the classification of reference persons, testing of theory on real 
life in organisations and as the theory almost entirely focuses on the outcome of pay 
which may not be the only factor that motivates people (Goodman, 1974). 
^Vroom (1964) while jn-oposing his theory defines motivation as a 
process, governing choices among ahemative forms of voluntary activities. He 
defines expectancy as a person's anticipated perception of how his actions can be 
related to the attainment of first level outcomes. The valence (force) refers to 
attraction towards e.g., job in the work conditions that leads to improved 
performance. The two propositions based on e7q)ectancy and valence have been 
central to Vroom's expectancy model referring to en^loyees job attraction as a 
function of anticipated probabilities that certain action will bring positive outcomes 
(reward). Vroom's Expectancy theory was criticised for its validity, conplexity and 
predictability (Lawler & Suttk, 1973; Schmidt, 1973; Feldman, Reitz & 
HiHerman, 1976; Filley et aL, 1976). It is imperative to point out here that inspite of 
the questionable validity of Vroom's ^proach, it looks to be the good model for 
describing the process involving work and organisational commitment. 
/"AMerfer (1969) critkised Maslow's need hierarchy and Herzberg's 
two-factor theories of motivation that lays emphasis on a continuum of needs than 
level. Aiderfer (1972) classified needs into three categories and he gave the name of 
his theory as the ERG-theory. He classified need into three groups of core needs: 
existence, relatedness, and growth. The existence needs are concerned with survival. 
The relatedness needs stress on the importance of interpersonal and social 
relationships. The growth needs are concerned with the individuals desire for 
personal development. Unlike Mastow's and Herzberg's theories, it does not contend 
ChBpter-I 6 
that a lower level need is aroused first and deprivation is the only way to activate a 
need. 
•• A job is not an entity but a complex inter-woven activities viz., task, 
roles, responsibilities, interpersonal interaction, incentives, rewards etc. Thus, a 
thorough understanding of job attitudes require job analysis in terms of its 
constituent elements. These elements may be classified as conditions or agent. 
' French, Komhauser, and Marrow (1946) have completed a list of on-
the-job fectors, which are considered by variom investigators as the underlying 
causes of satisfaction and dissatisfaction of workers. These factors are: (a) factors 
related to the individuals' ability, health, age, ten^rament, desires and expectations, 
neurotic tendencies, and unconscious conflicts (b) factors related to life conditions 
other than work include home conditions, recreational fecilities, consimier problems, 
labour \mion activities, and socio-politico-economic conditions, (c) fectors pertaining 
to enployment conditions which involve wages or earnings, steadiness of 
employment, transfer, lay-off, retiring procedures, kind of work performed, 
supervision, training, conditions of work, opix)rtunity for advancement, opportimity 
to use ability, social relationship on the job, recognition and fair evaluation of woii^ 
opportimities for participation, prompt and feir setting of grievances etc. These 
factors indicate that satisfection is not merely on the job phenomenon but it is also 
connected with various aspects of individuals' life as job life can not be isolated from 
off-the job conditions. 
Worthy (1950) enumerated six conqx>site fectors of job-satisfaction viz., 
(a) con^any in general, (b) the k)cal organisation, (c) local management, (d) 
immediate supervision, (e) co-workers and (f) working conditions. Grove & Kerr 
(1951) conchided on the basis of interrelation between these fectors that wages and 
interpersonal relation at work appear to be major components of job-satisfaction. 
» Before accepting a job, generally people have aspirations to be fulfilled at 
work. The satisfaction in one's job depends on the extent to which the work, the job 
and the way of life that goes with them enable one to play the kind of role that one 
wants to play. Accordii^ to Super (1953) needs, a^irations, values, and motives 
that we associate with our jobs if are found conducive or fulfilled then these may 
lead to enhance satisfactron. Smith (1955) suggested that job-satisfection is "the 
employees' judgement of how well his job on the vsiiole is satisfying his various 
Chapter-I 7 
needs'*. Further Blum (1956) and Blum & Nylor (1968) consider job-satisfaction as 
the resultant of many attitudes held by a worker. They were of the opinion that job-
satisfaction is a general attitude, which is the result of many specific attitudes 
especially in three areas, namely, specific job factors, individual characteristics, and 
group relationships outside the job. Blum (1956) asserts that satisfied employees are 
the greatest assets whereas, dissatisfied employees are the biggest liability. 
Satisfaction refers to the way one feels about event, people, and things. According to 
Blum job-satisfaction or dissatisfaction is an attitude of the person/s which they hold 
toward the job-related factors in general. 
i Job-satisfaction is a matter of individuals own contenplation. Individuals 
are interested in those aspects of job which suit to their OWTI value systems thus. 
different persons place different values for different job factors, hence, perception 
towards job-satisfaction factors vary. 
i Guion (1958) believed that the extent to which an individual's needs are 
satisfied and the extent to which the individual perceives the conditions conducive at 
work refers to the feeling of satisfaction (global or general satisfaction). There are 
some situations when satisfaction appears only with some specific dimensions of the 
work environment (facet of satisfaction) and these facets also either appear 
individually or in conjunction thereof Blum & Nylor (1968) had defined the 
concept of job-satisfaction as a general attitude, which is the result of many specific 
attitudes in three areas, viz., specific job factors, individual characteristics, and group 
relationships outside the job. Job-satisfaction refers to the feeling and emotional 
aspects of the individuals' experience towards his job that may be different fi-om 
one's intellectual or rational aspects. The experience of satisfaction and 
dissatisfaction with one's work and various aspects of it, is in large part, the 
consequence of one's positive and negative job attitudes. 
Smith and Kendall (1969) opined that job-satisfaction refers to the 
"persistent feelings towards discriminable aspects of the job situation." 
Discriminable aspects refer to such factors as the work-itself, pay, promotional 
opportunities, the supervision, co-workers, and the hours of work. Hulin (1969) has 
also proposed the same factors. Further in 1969, Locke asserted that job-satisfaction 
is a complex assemblage of cognition (beliefs and knowledge) and emotional 
feelings (sentiments or evaluation). He admits that job-satisfaction and job-
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dissatisfaction are seen as a function of perceived relationship between what one 
wants from one's job and what one perceive as offering or entailing. In 1970, RoDan 
has identified minimum seven important facets which can elicit workers feeling of 
satisfaction viz., (a) Work, (b) Supervision, (c) Organisation and management, (d) 
Promotional opportunities, (e) Pay, (f) Financial benefits, (g) Co-workers and 
workii^ conditions. 
Job-satisfaction is also developed as a fit between job characteristics and 
the wants of the employees or employers. It expresses the amoimt of congruence 
between ones' expectations from the job and the rewards that the job provides 
(Steers & Porter, 1971). 
Job-satisfaction is probably the most widely studied area in the field of 
organisational psychology. Locke (1976) defined job-satisfaction as a pleasurable or 
positive emotional state resulting from the appraisal of one's job experience. The 
positive emotional state is highly contributive to an enployee's physical and mental 
well being. Job-satisfaction literature indicates that it is related to both on-the-job and 
ofiF-the-job variables. 
Job-satisfaction in itself is a con:q)lex concept affected by wide range of 
variables relating to individual, social, cultural organisational and environmental 
aspects. These different factors affect job satisfaction of certain individuals in a given 
set of circumstances but not necessarily others in other circvmistances. Thus, causes 
of job satisfaction are neither in the job nor solely in the man. but lie in the interface 
among them. In other words, Ghosh & Ghorpade (1980) state that "Job-satisfaction 
is a generalised attitude resulting from many specific attitudes in three areas viz., 
specific job &ctors, individual adjustment, and group relationship. Soianki (1992) 
rightly pointed out that no single theory can fully explain the dynamics of job-
satisfaction because of dynamic, complex and varying sensitivity of the situation. So, 
there are too many determining factors which govern job-satisfaction as age which is 
found positively related to satisfaction (Ganguly, 1955; Shrestha & Singh 1975; 
Nicholson et al., 1976; Glenn et al., 1977; Evans & Smith, 1976; Singh &. Singh, 
1980) and other personal factors and background variables like sex, education, 
seniority, marital status, level of skill and efficiency, income, extroverswn, and 
tenure (Bedeian et al., 1992; Singh & Singh, 1980; Janak & Diwani, 1983; 
Prasad, 1965; Marry, 1987; Laws & Anderson, 1972; Johnson, 1974; 
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Kothireson, 1987). Similarly, nature of en^loyees* job, their financial rewards, 
promotional opportunities, supervisors attitudes, job-status, security, organisational 
climate, job-mvolvement, organisational commitment, equitable treatment, job-
communication, responsibility and power are reported to be significantly related to 
job-satisfaction (Harrison, 1961; Farrisk, 1971; Kendal et al., 1963; Vroom, 
1964; Shrivastava, 1985; Mukharjee, 1985; Akhtar, 1992; Weisenberg & 
Gnienfield, 1%8; Schuh, 1967; Kuhler, 1963; Locke,1976; Ronan,1970; 
Furnham & Schafrer,1984; McComiic & Illgan,1985; Richardson,1988). 
Comprehensive description of job-satisfaction clearly speaks of the truth 
that it is not a simple rather a complex phenomenon, which is a combination of 
personal characteristics, psychological and environmental circumstances that help in 
giving the experience of satisfaction-dissatisfaction. Hence, employees' mental 
health, their well being, and organisational conditions require proper care for 
inducing and enhancing employee's feeling of satisfaction. Apart fi-om job-
satisfaction, there is one another dependent variable viz., work commitment that also 
requires detail and comprehensive description as work commitment is most likely 
instrumental for the job incumbents to stay at work which is generally referred as 
continuance commitment. Comprehensive details of work commitment follows: 
Work-Commitment: 
The phenomenon of Work commitment is universally acceptable which is 
an outcome of physical working conditions and organisational climate other than 
individual employee's work related attitude and behaviour. Commitment refers to 
individual's attraction and attachment to the work and the organisation. The 
attachment of the employees to his organisation has received a considerable attention 
in management and organisational behavrour orientations and as a result the 
phenomenon like attachment, identification, loyalty to the organisation etc., has 
clearly emerged as the most recognised research construct. Whyte (1950) evolved 
the concept of "The organisation Man" that refers to one's over-commitment to the 
organisation. In Whyte's opinion organisation man is a person who works for the 
organisation as well as, possesses a feeling of psycho belongingness. Similarly, 
Lawrence (1958) asserted "Ideally we would want one sentiment to be dominant in 
Chapter-I 10 
all employees from top to bottom, namely a coiiq)lete loyalty to the organisational 
purpose." 
Kelman (1958) constructed taxonomy, noting that individuals can accept 
influence in their conceptually distinct way: (a) compliance or exchange, (b) 
identification or affiliation and (c) intemalisation or value congruence. Among these 
three, the process of intemalisation is significantly important as it occurs when 
influences are accepted and consequently inculcate attitudes and modifies behaviours 
congruoit with one's own values. Thus, the basis for one's psychological attachment 
to an oiganisation is likely to be the (unction of (a) Con^liance or instrumental 
involvement for ^)ecific, extrinsic rewards, (b) Identification or involvement based 
on desire for affiliation and (c) Intemalisation or involvement predicted on 
congmence between individuals and organisational values or in conjunction thereof 
Becker 1960's observed that the concept of commitment had enjoyed 
wide usage with little formal analysis or concrete theoretkal reasoning. Accordii^ to 
him c^ommitment involves "consistent of action" in his behaviour that is produced by 
exchai^e considerations to which he called side-bets that would be lest if the activity 
were discontinued. 
Etzoini (1961) for the first time developed a typology of commitment 
and pointed out that the power or authority that organisations have over their 
emptoyees is rooted in the nature of enployee's involvement in the organisation. He 
described this involvement or commitment involving behaviour as (a) moral 
involvement, (b) calculative involvement, and (c) alienative involvement. Moral 
involvement is that which has positive and high intense orientation toward the 
organisation based on intemalisation of organisatk)nal goals and values and/or 
identificatnn with authority. Calculative involvement, on the other hand, represents a 
less intense relatk)nship with the organisation and is largely based on a rational 
exchange of benefits and rewards. Etzoini suggests primary control mechanisms that 
organisations often en^loy to secure con^liance with organisational directives. 
Normative power. Which rests largely on the allocation of symbohc rewards is most 
often associated with moral involvement. > i^iere-as remimerative power is typical 
with calculative and lastly, coercive power is used in a situation where alienated 
involvement is concerned. 
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In 1968, Kanter suggested three forms of commitment viz.. Continuance 
commitment that refers to the members' dedication to the survival of the 
organisation. Cohesion commitment is referred as the attachment to the social 
relationships in an organisational context, which is brought through pubUc 
renunciation of previous social ties or by engaging in different social ceremonies. 
Thirdly, the control commitment which is the resuh of members attachment to the 
organisational norms that shape behaviour towards desired direction or develop 
employees' pro-activity conducive to organisational objectives. 
Further Brown, 1969 while describing commitment highlights three 
important facets that includes (a) the notion of membership, (b) current position of 
the individual, and (c) predictive potential concerning certain aspects of 
performance, motivation to work, spontaneous contribution and other related 
outcomes. Brown suggests the differential relevance of motivational factors. Hall et 
aL (1970) considered that Commitment is the process by which the goals of the 
organisation and those of the individual become increasingly integrated or congruent 
This contention is highly logical, as it is important in enhancing human woricing 
eflficiency. 
According to Sheldon, 1971, an attitude or an orientation towards the 
organisation which links or attaches the identity of the person to the organisation is 
called commitment. Organisational commitment is a powerful tool that can be used 
as an aid to achieve higher level of performance and to develop and maintain 
discipline in an organisation. The construct has been found to be related to many 
important outcome variables like performance, absenteeism, employees' turnover, 
tardiness, etc. Lack of commitment to the work and the orgaiusation can contribute to 
the major problems faced by organisations like high cost of production and poor 
services (Sherwin, 1972). 
According to Porter et al. (1976), it is the strength of one's identification 
with the job and the involvement m a particular organisation, hence, characterised by 
one's willingness to exert considerable effort on behalf of the organisation and a 
desire to maintain membership in it. Further in 1976 Porter and his associates 
described commitment as more active and positive orientation towards the 
organisation. This definition clearly highlights to the aspect of functional desire to 
continue at work. 
Chapter-I 12 
Salancik (1977) differentiated commitment as seen by organisational 
behavioural researchers and social psychologist. Organisational behavioural 
researches describe commitment as the process by which employees come to identify 
with the goals and values of the organisation and consequently are desirous of 
maintaining membership in the organisation i.e. attitudinal commitment where as the 
process by which an individual's past behaviour serves to bind him/her to the 
organisation is called as behavioural commitment by social psychologists (Kiesler, '^^  
1971). 
A nK)del developed by Steers (1977) describes the antecedents and 
outcomes of commitment. According to this model there are three main categories of 
variables that influence commitment are personal characteristics/attachments (it 
include the variables such as, need for achievement, work experience, age, and 
education). Work experience the second category of influence describes socialising 
forces as to have an impact on attachments formed with the organisation. This 
category includes the experience and attitude of the individual and the group towards 
the organisation. The third category viz., job characteristic includes, job challenges, 
opportimities for social interaction and feedback. Stevens didn't specifically include 
job-satisfaction as an antecedent, he proposed that it would probably influence 
commitment more than would job characteristics. He also discussed the role of 
exchange processes through which individuals satisfy their needs/desires, use their 
skills in work environment, and thus develop attachment and commitment to the 
organisation. 
The interest in the concept of commitment appears to stem from the 
realisation that the problem of control in the organisation can be at large resolved 
when employee's commitment is enhanced and their behaviour is directed towards 
the desirable and effective goals. Hence, in quest of achieving eflBciency through 
commitment. Katz & kahn (1978) suggested that developing high organisational 
commitment, maximising innovative and spontaneous behaviour which implied that 
organisations need not go beyond attracting and holding people in the system to 
achieve better efficiency. Commitment is based on internalised motivational patterns 
where conq)etence is implicit being an inevitable aspect of commitment at work or in 
the organisation. 
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Stevens et al. (1978) have suggested that diflferent conceptions of 
organisational commitment can be classified into two broad categories, namely, 
exchange approaches and psychological approaches. The exchange approach views 
commitment as an outcome of inducement/contribution transactions between the 
organisation and the member, with an e)q)licit enphasis on the instrumentality of 
membership as primary determinant of members, accrual of advantage or 
disadvantage in the on-going process of exchange. In this approach, Stevens and 
associates said that the greater the favourability of the exchange from the member 
perspective, the greater will be his/her commitment to the organisation. In contrast to 
the exchange-based conception of commitment, the psychological ^proaches wiiich 
is originally conceived by Porter et al. (1976) describe commitment as a more active 
and positive orientation towards the organisation. Here, Porter's et al. contention 
clearly indicates that the person willingly keeps committed himself to the 
organisation's goal and subsequently becomes difficult for such person to leave the 
organisation. 
Mowday et al (1979) in their concerted efforts defined organisational 
commitment in terms of three-factors that includes (a) a strong belief in an 
acceptance of the goals and values of the organisation, (b) readiness to exert 
considerable effort on behalf of the organisation and (c) a strong desire to remain a 
member of an organisation. These factors refer to behavioural dimension to evaluate 
employee's strength of attachment (Welsh & LaVan, 1981; Morrow, 1983). 
Further, Morris and Sherman (1981) investigated a multivariate predictive model 
of organisational commitment and focused on the role of job-level and organisational 
difiTerences. The antecedents in this model inchide variables from each of Steer's 
(1977) categories. 
Organisational Commitment is concerned with psychological attachments 
to the organisation that keeps the enployees to have difficuhy in isolating 
themselves from the organisation. The three facets of organisational commitment that 
forge the attachment have been identified as goal and values agreement, behavioural 
investments in the organisational desire to retain organisational membership 
(Mowday, Porter & Steers, 1982). They claim that, " There are many instances 
where organisation need individual members, especially, those in critical position, to 
perform above and beyond the call of duty for the benefit of the organisation. The 
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motivational basis for such extra-role behaviour is likely to require more than simple 
conpliance. They suggested that the antecedents of company commitment might 
group into four major categories: personal characteristics, role-related variables, 
work experience and structural characteristics. Each of these factors are assumed to 
have a bearing on the subjective utility of organisational membership, which directly 
affects levels of commitment. 
Recbiers (1985) viewed organisational commitment as a process of 
identification with the goals of organisations multiple constituencies and these 
constituencies include from top management to the public at large. This approach 
represents the commitment in the organisation to the concepts of goals and values as 
the foci for multiple commitments. The relative complexity of this approach as 
compared to previous global concepts of commitment may more realistically reflect 
the nature of employee's organisational attachment as individuals actually experience 
them. 
O'Reilly and Chatman (1986) contends to the fact that an employee's 
psychological attachment to an organisation can reflect varying combinations of the 
three psychological foundations like compliance that occurs when attitudes and 
behaviours are adopted not because of shared beliefs but simply to gain specific 
rewards whereas, identification occurs when an individual accepts influence to 
establish or maintain a satisfying relationship, that is. an individual may feel proud to 
be a part of a group respecting its values and accomplishments without adopting 
them as his/her own. And thirdly, intemalisation occurs when influence is accepted 
because of the induced attitudes and behaviour that are congruent with one's own 
values, that is the values of the group or organisation are same. The impact of 
O'Reilly's classification system has been found weakened as they fail«i in 
distinguishing between identification and intemalisation (e.g., Caldwell et al. 
(1990), O'Reilly et al. (1991), and Vandenberg et al. (1994). Caldwell et al. 
(1990), O'Reilly et al. (1991) in most recent research combined the identification 
and intemalisation items to form a measure of what they called normative 
commitment. 
Mottaz (1988) in his study defmed organisational commitment as an 
effective response (attitude) resulting from an evaluation of work situation which 
links or attaches the individual to the organisation. In 1989 Romzek asserts 
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'Employee commitment as a sense of attachment to the work organisation. Further, 
Sharma & Singh (1991) enumerated that organisational commitment is the product 
of two independent sets of factors viz., personal and organisational, which 
simultaneously operate in every organisation. 
Meyer and Allen (1991) noticed that generally the definitions related to 
commitment reflect three broad aspects viz., affective orientation, cost-based and 
obligation or moral responsibility. To acknowledge that each of these three sets of 
definitions represent a legitimate but clearly different conceptualisation of the 
commitment construct. Meyer and Allen proposed a three-component model of 
organisational commitment and applied different labels to which they described as 
three conponents of commitment: affective, continuance and normative. Affective 
commitment refers to the employee's emotional attachment to. identification with, 
and involvement in the organisation. Enployees with a strong affective commitment 
continue employment in an organisation because they are internally compelled to do 
so. Continuance commitment refers to an awareness of the costs associated with 
leaving the organisation. It clearly carries the meaning that if an employee perceives 
that he/she has to pay more cost then it is most likely that they will remain attached 
to the organisation but on the other hand if they believe that leaving the organisation 
and joining the other will be beneficial then such condition become instrumental in 
discontinuing their affiliation to one organisation or company. Finally normative 
commitment reflects a feeling of obligation to continue. Enployees with a high level 
of normative commitment feel that they ought to remain with the organisation. 
Becker (1992) provide additional support for the multiple-constituency 
approach by demonstrating that employee's commitment to top management, 
supervisor and the work itself contributed significantly beyond the organisation in 
the prediction of job satisfaction, intention to quit, and pro-social organisational and 
behaviour. On the basis of the reanalysis of Becker's data, however. Hunt and 
Morgan (1994) suggest that commitment to specific constituencies might be better 
viewed as exerting their influence on the outcome variables indirectly through their 
influence on overall commitment to the organisation, that is. commitment to each 
constituency contributed to employee's over-all commitment to the organisation 
which intum influences on various outcome measures. In a very interesting study 
when Becker and Billings (1993) used another statistical analysis viz., cluster 
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analysis to identify commitment to the various constituencies within the organisation, 
they found four dominant profiles: (1) The locally committed (who are attached to 
their supervisor and work group), (2) The globally committed (who are attached to 
management and the organisation), (3) Committed (Who are attached to both local 
and global foci), and (4) The uncommitted (who are attached to neither local nor 
global foci). 
As anticipated, the relationship between commitment and employees' 
retention variables are well established. Scores of studies argue that commitment 
does predict employees' retention (Porter et al., 1974; Koch & Steer, 1976). 
Several reviews reported consistent negative correlation of organisational 
commitment with employee's intention to leave the organisation and actual turnover 
(Allen & Meyer, 1996; Mathieu & Zajanc, 1990; Tett & Meyer, 1993). Although 
correlations are strongest for affective commitment whereas, significant relations 
between commitment and turnover variables are fovmd for eill the three 
conceptualised form of commitment (Allen & Meyer 1996). 
Many aspects related to work performance e.g. attendance, assigned 
duties, sense of belongingness etc. have been studied in relation to commitment. 
Performance was found to be significantly predicted by commitment and 
absenteeism was foimd to be positively related with commitment (Mowday et al., 
1974; Mowday, Steers & Porter, 1979) (Steers, 1977; Mowday et al., 1979; 
Meyer et aL, 1993; Hackett et al., 1994; Gellalty, 1995; Somer, 1995). Scores of 
studies (Bycio et al., 1995; Ingram et al., 1989; Leoog et al., 1994; Randall et al., 
1990; Sager & Johnston, 1989) have reported that affective commitment is 
positively related with various self-reported measures of work effort. 
Kim and Mauborgne (1993) found that those with strong affective 
commitment to the organisation reported higher levels of con^liance with strategic 
decisions made at the corporate level than did those with weaker conmiitment. 
Significant positive relations have also been reported between employees* affective 
commitment and potentiality for promotion as assessed b\ employees respective 
supervisors (Meyer et aL, 1989) as well as their over all performance on the job 
(Konovsky & Cropanzano, 1991; Meyer et al., 1989; Sages & Johnston, 1989). 
Like those with strong affective commitment, employees with strong continuance 
commitment are more likely to stay with organisation than are those with weak 
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commitment (Alien & Meyer, 1996). Several researchers reported continuance 
commitment insignificantly related to one's stay in organisation but Hackett et al. 
(1994) found that strong continuance commitment received significantly fewer 
commendations for their work. Normative commitment has been witnessed to be 
positively correlated to work effort (Randall et al., 1990) and with over all 
performance (Ashforth & Sake, 1996). For many employees, working involves 
more than showing up and carrying out required duties. Morrison (1994) argued that 
because the boimdary between extra-role behaviour and in-role behaviour is often 
unclear, the distinction between the two might itself be related to the employee's 
attitudes. Commitment has also been foimd to be related to the way employees 
respond to dissatisfaction with events at work. Hirchman (1970); Farrell (1983); 
and Meyer et al. (1993) examined three responses to dissatisfaction in addition to 
turnover. These are voice, loyalty, and neglect. 
, We now turn to the possibility that commitment to the organisation has 
implication for employees" well being and behaviour beyond the work place. Work-
experience or factors involving the treatment of employee during their membership 
within an organisation has been empirically related to commitment (Mowday et al., 
1982). An evidence have already been adduced from the study of Luthans and 
Wahl (1992) who emphasised in their study that employee's commitment relates to 
other desirable outcomes such as the perception of warm and supportive 
organisational climate. Several demographic variables were found related with 
commitment as age (Hrebiniak, 1974; Steers,1977, Morris and Sherman, 1981; 
Mowday et al., 1982; Alvi and Ahmed 1987; Giisson and Durik, 1988; Sharma 
and Singh, 1991; Leong et at, 1996; Martin and Bennett, 1996; Sommer et at, 
1996), gender (Mottaz, 1988; Mowday et at, 1982), tenure (Mowday et at., 1982; 
Salancik, 1977; Welscb and La Van, 1981; Reichers, 1984; Kline and Peters, 
1991, Sommer et at., 1996). Workers personality, personal needs and values have 
been reported associated with commitment (Hulin and Blood, 1968; Goodale, 
1973; Buchanan, 1974; Dubin et al., 1975; Robinowitz and Hall, 1977; Steers 
and Spencer, 1977; Kidron, 1978), education is inversely and negatively related 
(Steers, 1977; Koch and Steers, 1976; Morris and Sherman, 1981; Sharma and 
Singh, 1991; Sommer et al., 1996; Leong et al., 1996). Work rewards found to be 
the key determinants of commitment (Steers, 1977; Mowday et al., 1982; Angle, 
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1983) justice and fairness in organisation is also positively related to commitment 
(McFarlin & Sweeney, 1992; Keys, 1991; Folger & Konovsky, 1989). 
Predictors from the characteristics of the job tasks that are most likely to 
affect commitment include task, identity, the extent to which workers expectations 
are met by job tasks, the opportunity for optional social interaction in completing 
tasks (Steers, 1977) and job scope (Hall & Schneider, 1972; Buchanan, 1974; 
Marsh & Mannari, 1977; Steers & Spencer, 1977), higher level of responsibility, 
autonomy, interest and variety in a given job and satisfaction with job leads to higher 
level of commitment (Baron, 1986; Mowday et al, 1974; Pattanayak, 1993; 
Raval, 1994). 
While surveying the concept of commitment. It is noticed that 
commitment is multidimensional construct and this term has been defined in many 
situations due to the flexibility given for the use of the term. Commitment is a 
general term which in work context refers to either organisational commitment or to 
work commitment where earlier concept is generally broad in meaning and the later 
refers to specific commitment which known as work commitment, though, these two 
are generally interchangeably used. Most of the time researchers talk about 
organisational commitment. Hence, there is pressing need to discuss its one of the 
aspect i.e. work commitment. It is significant to point out here that work-
commitment isone of the construct of organisational commitment as Marrow (1983) 
enumerated organisational commitment as a construct was potentially redtmdant with 
other work commitment constructs such as job-involvement (Kanungo, 1982; 
Lodahl and Kejner, 1965), work ethic (Blood, 1969; Buchhoiz, 1976; Mirels and 
Garrett, 1971) and career commitment (Blau, 1985; Greenhaus, 1971). Further 
Marrow and McElroy (1993) suggested that organisational commitment is the most 
maturely developed aspect of work commitment family of constructs. Inspite of such 
controversies, it is imperative to point out here that in this large investigation work 
commitment is used which in itself bears the notion of organisational commitment as 
these two terms are so interdependent where one can not be explained over-looking 
the other. Hence, in this investigation work commitment combines the notion of 
organisational commitment. 
Having given the description of the nature, concept and relexance of the 
phenomenon of work commitment, it is imperative to point out at this juncture that 
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commitment is one of the key phenomenon that is likely to govern the intensity with 
which motivation at work take place and subsequently make one feel satisfied with 
work. Moreover, work commitment is found conducive at work and has very positive 
influence on work related outcomes. 
Organisational Culture: 
Organisational Culture is an independent variable, which is in the present-
day world of work scenario has occupied greater importance as a result of 
humanisation of work environment. Work being central to an organisation, 
motivation to work or values placed on work have been drawing the attention of 
researchers for developing the strategies to enhance human motivation and the 
performance in the work situation specially, where rapid changes are taking place in 
the economic and business environment in the country. Hence, organisations need to 
transform themselves radically in order to take advantage of new opportvmities, so 
transformation has to be initiated. It is. infact, imperative to design such a conducive 
organisational work environment where people may feel free to work and contribute 
ideas through their dynamic participation hence, to develop enriched "Organisational 
Culture." - ^ ^ 
Organisational Culture has emerged as one of the crucial and important 
concepts in the field of organisational behaviour and human resource management in 
the recent past'. The efforts aimed at ascertaining the factors responsible for various 
organisational outcome variables like emptoyee's commitment, job-satisfaction, job-
performance, turnover, absenteeism etc. have already been made by researchers. 
Many definitions of culture have been proposed both in business and management 
areas and in other decipline such as cultural anthropology and psychology (Hamill, 
1990; Craig, 1990; Frake, 1983; Hallpike, 1979; Carrol, 1982; Kroeber & 
Kluckhon, 1952). The term "Culture" has a variety of meanings. It bears meaning 
synonym with terms such as "cultivated", "educated", or "sophisticated", which refer 
to civilised or Cultured. The scientific meaning, of culture refers to the total pattern 
of beliefs, values, and the norms of a society that governs behaviour most appropriate 
in particular group. 
Culture is a man made part of the enviroimient (Herkovits, 1955). 
Culture existing-in-and around the work place certainly affects the working and 
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behaviour of the employees. There are two major sources of cuhural inferences: 
First, the characteristics of the socio-cultural environment, which affect work related 
attitudes and behaviour of all employees. Secondly, the management's assumptions 
about their enployees and their behavioural style that directly contribute to the 
development of the organisation's internal work culture. 
Organisation functions within the cultural system of the society in which 
it is bcated (Longenecker & Pringle, 1981). The way the organisation functions is 
affected not only by the powers of managers but also by underlying cultural forces. 
The culture regulates the way in which organisational members perform their work 
and even the way in which managers build relations and exercise power. 
Organisational Culture is a product of leadership styles, organisational policies, 
practices, systems, traditions, conventions etc. Over a period of time, these aspects 
become a way of life in an organisation. The sum total of all these component 
constitute organisation's culture (Bate, 1984). 
Organisational Culture has been significantly important from the very 
beginning of the break-through of the approaches of organisational behaviour which 
is evident from the writings of Morey and Luthans (1987) wiio stated that "the 
culture has been a mainstay in the field of anthropology from its beginning and even 
was given attention in the early development of organisational behaviour". 
Schein (1985) in his pioneering work defines culture as a set of 
fundamental "assumption" and "beliefs" about reality that are shared by a group of 
individuals and are working towards a common purpose. Scheio (1990) defined 
Organisational Culture as "(a) a pattern of basic assumptmns, (b) invented, 
discovered or developed by a given group, (c) as it learns to cope with its problems 
of external adaptation and integration, (d) that has worked weU enough to be 
considered valid and, therefore, (e) is to be taught to new members as the (f) correct 
way to perceive, think and feel in relation to those problems". 
Pettingrew (1990) on the basis of research evidcMC indicated that 
variations in cultural values might have a significant impact on en^loyee's turnover 
and empk>yee's job-satisfaction. Further, Hofstede et al. (1990) have observed that 
nationality, industry and task partly determine the organisational culture. 
In 1992 Martin defined Organisational Culture and enumerated that 
individuals come into contact with organisations, they come into contact with dress. 
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norms, stories people tell about what goes on, the organisations formal rules and 
procedures, its former codes of behaviours, rituals, tasks, pay systems, jargon and 
jokes only understood by insiders, and so on are some of the manifestations of 
organisational culture. She further added that when cultural members interpret the 
meanings of these manifestations, their perceptions, memories, beliefs, experiences 
and values usually vary. So, interpretations of culture will vary depending upon the 
situations and the perception of employees towards these conditions and situatbns. 
Robbios (1994) describes the fact that there are ten primary 
characteristics that in a nutshell, capture the essence of an organisation culture. These 
characteristics have been highlighted by him that follows - member identity, group 
emphasis, people focus, unit integration, control risk tolerance, reward criteria, 
conflict tolerance, means-end orientation and open system. Robbins had derived 
these characteristics from the work of Hofstede et al. (1990) and O'Reilly III 
(1991). Similarly Luthans (1995) has also highlighted the important characteristics 
of organisational cuhure. These are behavioural observed regularities, norms, 
dominant values, philosophy, rules, and organisatioiuil climate. In the light of these 
characteristics it is imperative to point out that organisational culture is a pattern of 
basic assimiptions that are taught to new personnel or enployees as the way to 
perceive, think and act in a the situation they are confronted with. 
Organisational culture is broadly conceptualised as an internal variable. 
As an internal variable, it has been defined numerously by number of researchers 
basically to suit their research interests and objectives. It has also been described as a 
set of assumptions (Schein, 1986), beliefs and norms of behaviour (Pettingrew, 
1979), rituals and ceremonies (Deal & Kennedy, 1982; Trice & Beyer, 1984), 
shared managerial practices (Ho&tede, 1998), ideologies and beliefs (Bate, 1984, 
Brown, 1998; Pascle & Athos, 1981) shared values (O'Reilly et al., 1991; Posner 
& Schmidt, 1992; Sheridan, 1992), myths (Myer & Rowan, 1977), symbols 
(Dandridye et al., 1980). Some of the earliest refereiKCS to the concept of culture as 
an internal organisation variables are also found in the literature given by some other 
researchers (e.g. Harrison, 1972). 
Although, studies on organisational culture have been increasing but there 
is no agreement on the concept and definition of culture, it is because of the conqslex 
socio-envirormiental net working. Cultiire related concepts (climate, environment. 
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atmosphere, ethos, etc.) have been used interchangeably, although an attempt has 
been made to delineate some of them. Culture can be defmed as the cumulative 
beliefs, values, and assumptions, underlying transaction with nature and important 
phenomenon (e.g. collectively, environment, context, time, biological differences, 
power etc.) Culture is reflected in the artifact-rituals, design of space, furniture, and 
ways of dealing with various phenomenon. Distribution and concentration of power 
may be one basis of classifying culture. From this angle, organisational culture can 
be of four types: feudal, bureaucratic, technocratic and entrepreneurial or organic. 
The way human-resource issues are handled in the beginning sets the tone for 
culture (The Times of India 'Ascent', 16 June 1999). 
It is now clear that for developing a conducive culture in this modem era, 
organisational environment is very important for employees as it has direct relation 
with their performance which ultimately influence organisational effectiveness. 
Hence, it is imperative to produce very congenial, suffocation-free 
atmosphere/environment which is now tenned as "Organisational Climate.'.' 
Modem complex environment tends to create a climate that shapes 
employee's behaviour and promotes organisational culture has been defmed as a 
molar concept reflecting the context and strength of prevalent values, norms, 
attitudes, behaviour and feelings of members of a social system which can be 
operationally measured through the perception of system members (Payne, 1971). 
Organisational Climate, an element of organisational environment is a constmct that 
distinguishes among organisations-specific variance (e.g. Campbell et aL, 1970; 
Forehand and Crimen, 1964; Tagiuri, 1968). Recently, James & Jones (1974) 
pointed out some confusion so far as the operationalization and conceptualisation of 
organisational cukure constmct is concerned. 
Studies on organisational climate-a dimension of organisational culture 
have suggested its usefulness for investigating important aspects of organisational 
behaviour like performance, and effectiveness (e.g. Prichard & Karasick, 1973, 
Tagiuri & lAtKMi, 1968). Organisational Climate affects not only the behaviour of 
individuals but also to the aspect that how organisations themselves interact. 
Organisational Climate can have a major influence on motivation, productivity, and 
job-satisfaction. Employees' expect certain rewards, satisfaction, and frustratbns 
based upon their perception of organisational climate (Davis, K. 1981) and these 
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expectations influence motivation. Organisation Climate is usefully related concept 
in considering the organisational factors associated with risk and accidents. 
Basically, organisational climate is the sum of the perceptions employees have 
towards their organisation. This may be at the level of the organisation, or some 
identifiable sub-units of it such as a department or plant. Climate may also be related 
with a particular area of organisational functioning, one of which is safety (Donald 
& Canter, 1994). 
Organisational Climate distinguishes between holistic climate (House & 
Rizzo, 1972) and specific climate such as motivational climate (Litwin & Stringer, 
1968), individual climate (Schneider & Barellett, 1980). or creative climate 
(Taylor, 1972). Obviously, then any given organisation creates a number of different 
climates and the term organisational climate may mean different things to different 
people unless it is prefixed with the appropriate adjective (Zohar, 1980). 
Along with the changes in global consideration, needs and aspirations of 
employees do change too. More precisely, the economic boom opened new avenues 
of employment as jobs become abundant and new managerial policies encouraged 
greater participation. Participation has been evolved, nurtured, and strengthened to 
inculcate a sense of involvement among employees in their spheres of work so as to 
generate positive commitment and appropriate motivation towards desirable and 
legitimate productive pursuits. People now, demand much more openness and 
transparency about the whole deal that helps the individual to progress in his/her 
career (The Times of India 'Ascent', 12th May, 1999). 
Promoting a conducive work-culture in an organisation entails a complete 
transformation in the existing framework; such corporate changes can be initiated 
throi^h total quality management (Singh, 1994). Quality is emerging as a single 
most critical factor for business to survive in the ever expanding and competitive 
global market place. Quality Circle conceived by Ishikawa in 1961, which is in 
essence a group problem-solving concept to enhance empowerment and accelerate 
infusion of participatory work cukure in organisation. Quality Circle identifies, 
analyse, and resolve work-related problems viz.. quality productivity, cost-
effectiveness, safety, house keeping etc. (Ishkawa, 1985). So. it helps in improving 
all above aspects as well as the organisation to reduce its costs, wastage, and 
absenteeism, thus, it leads to organisational effectiveness and growth. It is also 
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claimed that quality circle improves organisational culture, customers satisfaction, 
mutual-trust, quality of work life, attitudes, self-development among employees, 
communication, etc. which ultimately produces highly congenial and conducive 
atmosphere, reducing or resolving confrontation among employees and employer. 
All this leads to improve security and future prospects of employees for sustained 
performance and moreover, provides sense of achievement, satisfaction of "self-
esteem and age", recogiution as partners for the organisation's progress, feeling of 
being engaged in meaningful work and opportunities for self-development. Quality 
Circle is wklely used to improve work methods through participation of employees. 
A significant shift is taking place in organisations throughout the world 
that involves increasing the emphasis on team spirit. Now, most of the organisations 
are embracing this notion of team spirit to ascertain success. 
In addition to the afore-mentioned factors, there are hosts of factors that 
enrich organisational cuhure. For example, toady's growii^ stress on HRD functions 
have already undertaken nvmierous steps and all these are directed to develop most 
humanised work environment when job incumbents have greater say and autonomy 
with the greater sense of responsibility. As a consequence to such emerging work 
-atmosphere, people feel at-home even at work, hence, employees show greater work 
involvement and commitment. 
Having elaborated the concept of different dependent and independent 
variables which were undertaken in this larger investigation, it is significantly 
important to mention here that the present study has been a challenging and most 
relevant piece of research work which can fruitfully contribute in enhancing 
motivation and commitmentf leading to job-satisfaction through de\eloping healthy 
and conducive organisational culture -a dynamic force behind organisational 
effectiveness and success. 
ChapteT'II 
LITERA TURE REVIEW 
The very purpose of this chapter is to review the available research 
studies produced in the past bearing on the theme of the present piece of research 
work specifically in order to identify the void of knowledge. For this purpose 
researcher has surveyed the different journals, magazines, abstracts, books, and 
newspapers. 
Since, the very purpose of the present research endeavour was to study 
job-satisfaction and work commitment as a function of organisational culture, hence, 
the variables involved are required to be reviewed and the context in which these 
variables have been studied. The survey of literature, therefore is the only means to 
highlight the importance and relevance of the study in question. As the endeavour of 
the present investigation was to explore the effective role of organisational culture on 
job-satisfaction and employee's work-commitment, hence it is imperative to review 
first the available literature relevant to job-satisfaction, which follows: 
Job-Satisfaction and its related Studies: 
Job satisfaction studies have a long history starting from the Hoppock's 
study on skilled workers in 1935. In the same year (1935b) he conducted a survey on 
teachers using job-satisfaction blank. Hoppock is the pioneer of the area who not 
only coined the term job-satisfaction but also had initiated the study by developing 
job-satisfaction blank. Thereafter, job-satisfaction studies attracted the attention of 
managers, supervisors and psychologist and as a consequence to it. job-satisfaction 
studies were witnessed one after the other, and it still occupies relevance for both 
enqjloyees and employer as it is a hall-mark of all work related outcomes in 
particular and life in general. 
By mid-1950's, job-satisfaction studies were at increase. Morsii*'eiss 
(1955) & Veroff et al. (1960) studied satisfaction across hierarchical levels. Rosen 
(1961a, 1962b) reported that managers and middle-level managers do not 
significantly differ in their satisfaction at work. Porter (1961) reported that 
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management personnel differ in their need-satisfaction. Again. Porter (1962) on the 
basis of his study reported that need-satisfaction increased with each hierarchical 
level of management for higher order needs (esteem need, autonomy need and self-
actualisation need), while the lower order needs (security and social needs) were 
almost equal across all managerial levels. 
Lawler and Porter (1967) found significant correlation between 
satisfaction and jjerformance. Following Maslowian and Porter's model, scores of 
studies were conducted but the findings of Herzberg et al. (1959) broke new ground 
in studying job motivation and satisfaction. Herzberg et al. (1959) in their study 
found that the things, which were associated with high satisfaction (satisfiers) were 
somewhat different from the things, which were associated with the situation of low 
satisfaction (dissatisfiers). Following Herzberg's model, scores of studies were 
carried on and certain criticisms were also raised. Vroom (1964) criticised Herzberg 
on the ground of respondent's ego-defensive reaction to the question. King (1970) 
showing agreement with Herzberg approach had also criticised on the following 
three grounds. 
1. That the study is technique-bound and its results can be confirmed only if 
identical method of investigation i.e., CIT is used, 
2. That the result reflect a defensive reaction of the subjects to the questions, and 
3. It is a sample-biased. 
The aspect of job satisfaction is so popular and important that it can never 
lose its importance. As abundance of research studies on job-satisfaction are 
available, so, we will only restrict in the fore-going writings which apj)eared only 
from 1990's till date that follows: 
In 1994 Lang and Johnson conducted a random telephone survey of 211 
adults to examine the effects of firm size on job-satisfaction. A single-item measure 
of initial fit was obtained by soliciting the respondent's reason for choosing the job at 
the time of employment. Measures of extrinsic and intrinsic values were obtained by 
asking the respondents to assign a value from ItolO for each of 11 randomly odered 
job rewards. While the initial fit between individuals and their jobs had a significant 
positive influence on job-satisfaction, firm size only played a moderating role along 
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with the initial fit and intrinsic values that were negative, whereas, the joint efforts of 
size with initial fit and extrinsic values were positive. 
Abramis (1994) conducted a meta-analysis of studies of two primary 
correlates of work role ambiguity viz.. Job-satisfaction (global and intrinsic) and job 
performance (self and independently evaluated). To determine the role ambiguity to 
satisfaction and performance, 88 studies were examined which were taken from 
Psychological Abstract of the years between 1967-1990, 39 of which were included 
in the meta-analysis. Results suggest that the role ambiguity is significantly and 
negatively related to satisfaction and performance but very weak relation was 
obtained with to the latter. True variance in correlation exists across studies, 
suggesting that the effects of role ambiguity vary depending on other variables. 
Results suggest that role ambiguity is a valid construct in organisational research and 
that it is usually associated with lower job-satisfaction. 
Knoop (1994) analyses the relationship between importance and 
achievement of work values with job-satisfaction and found that both importance and 
achieved values individually and combined significantly related to satisfactioa Total 
variance explained by the work values included 63% for satisfaction with the work 
itself, 9% for satisfaction with pay, 43% for satisfaction with promotions, 16% for 
satisfaction with supervision, 29% for satisfaction with co-workers and 35% for 
overall job-satisfaction. 
In 1994, Witt studied main and interactive effects on the job-satisfaction 
of variables assessing the person (disposition) and situation (organisational climate) 
across organisations. Disposition refers to the positive affects (PAF) and negative 
affects (NAF) scales. Results showed that perception of organisational support were 
more strongly related to job-satisfaction than was disposition (PAF or NAF). N.'^ F 
had larger moderating effect than PAF on the perceived support-job-satisfaction 
relationship. 
Korunka et aL (1995) used a partly longitudinal design to examine the 
effects of work with new technologies (NTs) on psychosomatic complaints and job-
satisfaction. Attention was focused on the influence of the work situation (Job 
contents, en^loyee participation), attitudes and individual differences and it was 
found that NTs increased psychosomatic conqilaints and changed job-satisfaction, 
with the degree of change depending on job-contents, level of employee participation 
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and gender. Job-satisfection increased if the work with NTs were diversified and 
called for high qualifications but tended to decrease for persons with low 
qualifications doing mental, monotonous work at visual display units. Effects of 
work with NTs were also interrelated with attitudes and individual differences. 
/ ( In 1995 Organ and Lingl hypothesised that the personality dimensions 
agreeableness and consciencious account for commonly shared variance between 
job-satisfaction and organisational citizenship behaviour (OCB). Findings indicate 
that these two dimensions do, indeed, account for substantial variance in satisfaction 
and that conscieneiousness also accounts or unique variance in one dimension of 
OCB. Satisfaction accounts for unique variance for OCB was not explained by either 
of these personality dimensions. No evidence was found for diflferences in main or 
moderated effects in the UK and US samples. ;, -' 
Schnake et aL (1995) examined the relationship among the variables like 
satisfaction, leadership behaviour, perceived equity, and organisational citizenship. 
10 supervisors completed an organisational citizenship scale developed to rate the 
frequency in which their employees engaged in the various citizenship behaviours. 
Job-satisfaction and leadership behaviour was also measiired. Leader behaviour 
contributed to the organisational citizenship behaviour (OCB). Leader behaviour also 
contributed to predict power of leadership variables on all OCB dimensions. Only 
intrinsic job-satisfaction contributed to OCB. Perceived equity did not exhibit an 
incremental effect beyond the effects of job-satisfaction and leadership on four 
dimensions of OCB. 
Singh and Pestonjee (1995) in their study examined the effects of job-
involvement and participation on on-the-job and ofiF-the-job satisfaction among 
different groups. Data were collected from 145 officers and 135 clerical personnel of 
a large banking organisation. Significant interactions between job involvement and 
participation and between job-level and participation were obtained. Subject 
participation was found moderately correlated with on-the-job factors. 
Burke (1995) examined correlation between measures of management 
practices, employee's satisfaction, and perception of service quality and foimd that 
employees describing man^ement practices more fevourably and those reporting 
more positive affective responses perceived the firms as providing higher quality 
service and products to client. Such employees also reported deriving greater value 
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from performance counselling sessions and training support offered by the 
professional services firm. They had greater job-satisfaction, over-all satisfaction 
with the higher office morale, and fewer intentions of quitting. 
> [ In 1996 Gunter and Furnham examined six biographical and 14 
climate perception correlates of 1,041 en^loyees to job-satisfaction and pride in the 
organisation in four public sector organisations. The alpha reliability scores for 
climate dimensions were satisfactory. Correlation analysis yielded correlation 
ranging from .12 to .51 between climate factors and job-satisfaction correlation, 
between climate and pride in the organisation were nearly all positive but generally 
lower, which were ranging from r=. 80 to r=. 53. A stepwise regression analysis was 
performed separately for each organisation on each of the dependent variables. In a 
nutshell, climate factors emerged as more significant than biographical factors as 
predictors of job-satisfaction and pride. Noticeable difference among the 
organisation in the overall significance of climate and in the type of climate variables 
that were also noticed. ';? 
In 1996 Jones, Oswald identifies the &ctors which determine human 
resources reputation of firms involved in research development (R & D). Reputation 
in this context refers to the extent to which employees regard their organisation as a 
"good" place to work. The sample of N=402 Ss were drawn from ten sciences based 
firms. In terms of age. educational qualifications, and years of experience, the sample 
was representative of scientists en^loyed in the ten organisations. Data were 
obtained by means of an extensive questionnaire dealing with frictors likely to 
influence employer perceptions. Regression was used to examine the relationship 
between reputation and other variables. The analysis confirms that a human resource 
reputation exists as a distinct concept. Innovatory climate and job-satisfaction were 
identified as the main determinants of reputation among R&D scientists. 
: [^Burke (1996) again examined the sources and levels of job-satisfaction 
among employees of professional services firm and found that subjects were only 
moderately satisfied. The men, who were at significantly higher organisational levels 
than the women, reported significantly greater job-satisfaction. When hierarchical 
level was controlled, these differences disappeared. Women and men at higher 
organisational levels were more satisfied than those at the lower level. 
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The findings of the Ting (1997) show that job-characteristics such as pay 
satisfaction, promotional opportunities, task clarity and significance of skill 
utilisation as well as organisational characteristics such as organisational 
conrunitment and relationship with supervisors and co-workers have consistent 
significant effects on the job-satisfaction of federal government employees. 
Butler and Cantrell (1997) investigated the effect of perceived leadership 
behaviour on job-satisfaction and productivity. Participants were 467 graduate and 
undergraduate organisational behaviour students who formed 101 groups. In this 
study, leader's behaviour (consideration and initiating structure) and measured 
productivity in terms of units produced by each group were manipulated. Analysis 
indicated strong effects of leaders initiating structure and considerations on both job-
satisfaction and productivity of group member. 
Bettencourt and Brown (1997) Studied the relationships between contact 
en:q)loyee fairness perceptions, their pro-social service behaviours (customer service 
behaviours and co-operation with fellow employees) and job-satisfaction. Tellers 
completed the questionnaires to measure their job-satisfection. perceptions of work 
place fairness, and various demographic variables. The affective matched sample 
size was 232. Fairness of job-supervision, pay, and promotion rules and supervisor 
administration of these rules emerged as the key predictors of contact employee pro-
social service behaviours and job-satisfaction. 
After reviewing literature concerning job-satisfaction its" clear that job-
satisfaction is significantly dependent upon new-technology, organisational 
citizenship, leadership-participation and support, organisational climate, 
environmental congruence, quality of management and management practices, role 
and task-clarity and also on certain personal and demographic variables. Now. after 
reviewing the literature concerning job-satisfaction, it is necessary to move towards 
the next dependent variable i.e., work commitment. Hence, in the proceeding part of 
the chapter researcher will review the literature concerning work commitment. 
Work-Commitment its related Studies: 
Work commitment has always been important but in the present scenario 
of hi-tech world, it has become of much coiKem for management and employers. 
Because of such reasons, the last decade of 1990s has witnessed increasing 
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importance over work commitment aspect, hence, a large number of studies were 
conducted. Work commitment is one of the work related behavioural phenomena, 
which has its positive impact on organisational productivity and effectiveness at 
large. The available studies since 1990s follows: 
Luthans et al in 1992 conducted a study to evaluate the importance of 
social support for employee's commitment and they found strong positive correlation 
between strong supportive climate and bank tellers' organisational commitment. 
• Cannings (1992) conducted a study to analyse the extent to which 
corporate emptoyees are mereh attached to their firm rather than committed. A 
model of managerial loyalty was developed where loyalty was described as a 
function of percentage pay increase that an employee would require to leave the 
current firm for alternative employment. This model got strong support during a 
stable environment and not found strong support in case of turbulent environment 
(i.e. during privatisation and deregulation). 
^ Further in 1992 Cohen examined whether the relationships between 
organisational commitment and its antecedents differed across occupational groups. 
The member model focused on personal variables, while the organisational model 
focused on role related structural and work experience variables. The study was 
based on the sample group of N=98. The total sample was divided into two main 
occupational groups: white collar employees who were again subdivided into 
professionals and nou-professionals, and blue-collar employees. In general, the 
relationship between organisational coiranitment and personal antecedents, 
representing the member model was stronger for blue collar and non-professional 
white-collar employees than for professional employees. For the organisational 
model, differences among the occupational groups were less consistent. 
y Allen and Meyer (1993) examined affective, continuance and normative 
commitment as a function of age. service tenure, and positional tenure. Also they 
examined were the contributions across stages of various work experiences to the 
prediction of affective commitment. Study was conducted on library employees and 
hospital employees and they were more closely related to increase in organisational 
commitment and positional tenure. Further relationships between work experiences 
and affective commitment was witnessed to be differed only slightly across tenure 
levels and not at all across en^>loyees" age groups. ) '' ' v 
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Angle and Lawson in 1994 conducted a study to examine the relationship 
between employee's commitment and performance in a manufacturing firm. Results 
suggest that the link between organisational commitment and performance may 
depend on the extent to which motivation rather than ability underlies performance. 
Findings also support the distinction between affective and continuance commitment 
suggested by Meyer and Allen (1991). ; 
Vanderberg and Scarpello (1994) in one of their longitudinal study 
determined the relationship between employee's commitment to the occupation and 
the organisation and they viewed occupational commitment as causal antecedent to 
organisational commitment. Based on longitudinal data from N=100 management 
information system professionals, this view was supported through cross-lagged 
analysis. Further, the authors examined a longitudinal causal model of the turnover 
process in which occupational commitment was placed as an antecedent to 
organisational commitment. 
Akhtar and Tan (1994) assessed and conceptualised the 
multidimensional nature of organisational commitment by administering the 
organisational commitment questionnaire on 259 retail bank employees. Factor 
analysis yielded three dimensions proposed by Porter et al. One dimension i.e.. 
desires to maintain organisational membership overlaps the withdrawal construct. 
Consistent with the 3-dimensional attitude theory, organisational commitment was 
reconceptualized in terms of cognitive, emotive, and conative meanings. Proposed 
dimensions include normative commitment (amount of cognitive consonance with 
organisational norms), affective commitment (intensity of emotional attachment to 
the organisation), and volitive commitment (extent of conative orientation towards 
organisational goals). 
Zeffane (1994) examined organisational commitment and perceived 
management styles (MS) using survey responses from 474 public and 944 private 
sector employees in Australia. Attachment to organisation, flexibility and adoption, 
work discontinuity/change, tenure, and number of employees were also assessed. 
Private sector employees had higher organisational commitment and scored higher 
on flexibility and adoption than public sector subjects. Tenure and supervision also 
had some effect on organisational commitment but more so in terms of feelings of 
attachment to the organisation (for tenure) and in terms of feelings of 
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loyalty/citizenship (for super\ision). Variations in MS were found to ha\e a 
significant effect on employee commitment but more so in terms of the degree of 
emphasis on flexibility and adoption that perceived. Organisation size had a 
moderate negative effect on organisational commitment, especially, in the private 
sector. 
^Wilson (1995) investigated the effects of power and politics on 
organisational commitment. Two theoretical explorations for organisational 
commitment were developed which incorporates 5 independent \ariables (1) a 
power- based theory of commitment (including sub-unit power, leadership power and 
leadership behaviour variables) and (2) theory of politics (including " arbitrar\ 
personnel practices" and the " political control" variables). The theories were tested 
on a group of 942 senior executive ser\ice managers in the federal go\ernment \Nho 
completed a commitment scale which measured strength of loyalty, involvement, and 
identification with their sub-units. Resuks provide empirical support for the effects 
of the team power, good leader-member relations, and political control on the 
commitment levels of top executives in the federal government. 
• Further, McCaul, Hinz, and McCaul (1995) studied the proposition that 
organisational commitment could be measured as a global attitude towards an 
organisation. 174 employees from three organisations completed the organisational 
commitment questioimaire (OCQ) and measures of (1) global attitude towards the 
organisation, (2) willingness to work hard for the organisation, (3) intention to lea\e 
the organisation, and (4) degree of the goals and values of the conpany management, 
co-workers, and supervisors. Subjects completed the questionnaire twice over a 
period of six months. The attitudinal measure correlated strongly with the OCQ. 
Measures of efforts, value acceptance, and intentions to stay with the organisation 
predicted little additional variance in the OCQ. Results support the proposition. 
^Sharma andPanday (1995) tested the hypothesis that the quality of work 
life (QWL) perception will show significant relationship with the organisational 
commitment of managers in India. Two hundred young managers (age between 25-
27years) were selected from five levels of the managerial hierarchy. Results reveal 
that perceptions of QWL were significantly and positively related to organisational 
commitment. Moreover. QWL. work involvement, organisational effectiveness, and 
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pursuit of individual and organisational goals were found to be significant predictors 
of organisational commitment of managers. 
Mishra, Mishra, and Patnayak (1996) in their efforts^ studied 80 
employees of a public sector industrial organisation. Results indicated that 
experience of commitment was satisfactory and often high among employees. No 
difference existed between the technical and non-technical subjects and moreo\er. 
technical education had not influenced experiencing commitment or a resistance 
towards accepting the work environment. 
^ Shore et al. (199S) on the basis of their study advocated that 
organisational citizenship behaviour positively predicted manager-rated affective 
commitment^ .whereas, continuance commitment was found negatively related to a 
variety of outcomes including managerial potential and promotability. 
'W'Sonuner, Bae and Luthans (1996) analysed whether demographic and 
Situatioruil factors identified in US-based literature had the same influence on the 
commitment of 1192 employees of 27 large Korean firms. Consistent with US 
studies, the Korean employees' position in the hierarchy, tenure in their current 
position and age were all significantly related to organisational commitment. Total 
tenure and education were not found related to commitment. All the situational 
antecedents, except management style were significantly related. It is interestingly 
observed from the study that with the increase of organisational size, commitment 
decreased whereas, the structure became more employees-oriented, the commitment 
witnessed to be increased; and the more positive perception towards organisational 
climate, the more the commitment. This study pro\'ides beginning evidence and 
suggested that the theoretical constructs predicting the organisational commitment of 
X * • 
employees may have cross- cultural validity. \ , ; 
9 Brown (1996) studied popular concepts and types of organisational 
commitment in the light of the definition of commitment and common factors that 
pertain to all type commitments. Commitment is best conceptualised as a single. 
fundamental construct that may vary according to differences in focus, terms, and 
time-specific evaluation. The commitment development process not only affects 
focus and terms of commitment, but also has strong implications for the evaluation 
process. Analysis of affective commitment measures indicates that certain measures 
contain more than one constraints to the basic meaning of commitment. 
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Recommendations for evaluation of organisational commitment include the 
argument that commitment measures should address one set of terms and avoid 
evaluative phraseology. 
Q Randell and O'Driscoll (1997) found high level calculative commitment 
associated with lower perceived organisational support, lower agreement with 
organisational policies, fewer perceived organisational values, and fewer bonds to 
various facets of the organisation. This pattern of findings was reversed for affective 
commitment. 
^Meyer, Irving, and Allen, in 1998 tested the hypothesis that the influence 
of early work experiences on organisation commitment would be moderated by the 
value employees' place on these experiences. Work values were measured in 2 
samples of recent university graduates prior to organisational entry, and measures of 
commensurate work experiences and three forms of commitment (affective, 
continuance and normative) on different occasions following entry. Regression 
analysis revealed that values and experiences did interact in the prediction of 
affective commitment and normative commitment but that the nature of interaction 
was different from different work values/experience combinations. The fmdings 
provide some challenge to the common-sense assumption that positive work 
experience will have the strongest effect on commitment among those who value 
most such experiences. 
Hence, it is clear now that work commitment is contingent upon different 
factor such as environment, social and organisational support, power, and politics, 
and certain demographic variables. While reviewing literature researcher noticed that 
certain studies have covered both the variables i.e. work commitment and job-
satisfaction which are given below: 
Studies investigating Job-satisfaction and Work commitment 
relationship: 
Thompson et al. (1992) hypothesised that self-employed individuals 
because of greater physical, emotional and financial investment in their jobs would 
report higher levels of organisational commitment and job-involvement, and work 
silence than would individuals employed by organisations. It was also hypothesised 
that there would be a stronger relationship between job, Ufe, femily and self-
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satisfaction for self employed individuals. On the basis of the findings, first 
hypothesis received partial support and the second one was fiilly supported. 
Knoop (1995) made a survey to examine the relationships among 
participative decision making, overall job-satisfaction, and facets of job-satisfaction, 
and organisational commitment. Participative decision making was found to be 
positively correlated with organisational commitment, overall job-satisfaction, and 
five dimensions of job-satisfaction: work, pay, promotion, supervision, and co-
workers. Correlation between commitment and job satisfaction variables was also 
significant. Results indicate that making decisions jointly with employees can be 
expected to be increasingly related to positive job outcomes. 
In 1996 Cramer examined the temporal relationship between job-
satisfaction and organisational continuance commitment over 13 months period on 
295 professional employees (mean age 25 years) of a British engineering company 
using LISREL with latent variables analysis. Resuhs indicate the cross-lagged path 
coefficieitts in the LISREL models were not significantly positive, relationship 
between these two variables was spurious and due to error variance. Test- retest 
coefficients for both variables were moderately positive showing that the relative 
ranking of individuals on these variables were fairly stable over time. 
In 1996 Orpen examined the effect of perceived downward and upward 
communication quality on en^jloyee job-satisfaction and turnover intentions among a 
sample of 101 middle-level managers. Hierarchical regression and sub-grouping 
analyses showed that organisational commitment moderated both these effects but 
that the latter were unaffected by the direction of communication whether it was 
downward or upward. Results confirmed the importance of communication quality in 
organisatwn but make clear that its effect on valued outcomes like job-satisfaction 
and intentions to remain in the organisation vary, being much stronger among 
en^loyees attached to the particular organisation. Implications of the findings for 
improving communication are developed. 
Jones, et al (1996) investigated the relationship between such concepts 
as work stress, social support, job satisfaction and organisational commitment. 
Shows that employees •'global belief concerning the organisation's commitment to 
them" (Eisenberger et. al, 1990) is a central factor in moderating the effects of work 
stress on them and on the organisation. Provide an introduction to the theoretical 
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basis for our use of such terns as work stress, job-satisfaction, organisational support 
describe some empirical work to demonstrate that perceived support from the 
organisation is strongly and causally linked to work stress. Three employees of the 
Canadian federal public service and professionals involved in assessing 
consequences for corporate effectiveness of our results. 
Lowe et at. in 1996 examined the effects of distributive (outcome) and 
procedural factors on the satisfaction and organisational commitment of 138 
university administrative and support (i.e. non-facuky) personnel two-month after a 
restructuring of job classification. Aspects of outcome were stronger predictors of 
satisfaction and commitment than were aspects of procedure. Neither fairness nor 
level of outcome consistently interacted with procedural justice. The relative 
importance of distributive and procedural factors may vary across time and/or may 
due to employees using an inductive process in assessing organisational outcomes. 
In 1998 Sckappe investigated the influence of job-satisfaction, 
organisational commitment, and fairness perceptions on organisational citizenship 
behaviour (OCB). Hierarchical regression analysis indicated that when all the three 
of variables were considered concurrently, only organisational commitment 
accounted for a unique amount of variance in OCB. 
Review of available literature pertaining both the dependent variables 
viz., job-satisfaction and work commitment have been generally studied as a function 
of climate, cultural aspects, fairness, organisational citizenship^ communication^ 
perceived management style^  participative decision making, work-values, distributive 
and procedural factors, support, environmental aspects, and demographic variables. 
As per our plan and purpose it is warranted to discuss studies pertaining 
to independent variable i.e. organisational culture so, it is imperative to review 
available research studies concerning organisational culture, which are being 
discussed below: 
Organisatiottsd Culture and its related studies: 
Organisational culture as a whole and its various dimensions were taken 
in this study as predictor variables. The aspect of organisational culture has its notion 
in the very human relation movement that rose in the work scenario in the mid -1920 
and was in its peak during 1930's to 1950's. But formal stress on the aspect of 
organisational culture has not a long history. It is only hardly a more than one-and-a-
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half decade back that organisations started giving emphasis on the very aspect of 
organisational culture meaning to develop such an organisational environment that 
may provide supportive humanised work environment creating will to work among 
employees without using coercive methods. In this regard the available studies 
focusing directly or indirectly to organisational culture are being described here. 
Before going into the discussion, it is pertinent to point out that organisational 
culture is a broad term which has scores of determinants like organisational climate, 
leadership behaviour, participative management, open-appraisal system, 
interpersonal-trust, autonomy at work, etc. Hence studies on these in relation to work 
related behaviour or outcome will also reflect the influence of organisational culture 
or its various dimensions on the numerous dependent variables. 
Payne and pbeysey (1971) in their study investigated the relationship of 
organisational climate with three facets of Job Descriptive Index (JDI) viz., 
satisfaction with work, supervision, and people. The study was conducted on a 
sample consisting of N=348 managers, supervisors and staff personnel. The findings 
witnessed the positive relationship between the perception towards organisational 
climate and job-satisfaction facets. 
Payne and pheysey's study on organisational climate refers to one of the 
dimensions of organisational culture and it is a matter of feet that organisational 
climate which is determined by leadership behaviour and organisational policies are 
the best indicator of organisational culture. It has already been mentioned above that 
in the context of organisational culture, the studies pertaining to organisational 
climate, leadership behaviour will be presented, as these are the key derminants of 
organisational culture. 
Similarly, Pestonjee (1973) on the basis of his study found supportive 
organisation to be truly related to worker's morale and job-satisfaction. Schneider 
and Snyder (1975) had also found the relationship between climate and satisfaction. 
Almost the same result was found in a study conducted by Lafollette and Sims 
(1975) who also enumerated that organisational climate and organisational practices 
are related to job-satisfaction. 
In a very significant study conducted by Rajappa (1978), it was found 
that organisation with achievement-oriented climate were highly productive 
organisations. Kumar and Bohra (1979) reported that the workers perceiving 
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existing organisational climate as democratic were found to be highly job-satisfied 
compared to those perceiving organisational climate as autocratic or undecided. 
In a study conducted by Sharma (1983) on the importance of 
organisational climate for employees motivation and satisfaction and she observed 
that work related facets like grievance handling, recognition, opportunities for 
growth and development and participative management have been found to be the 
important factors for healthy organisational climate, which enhances work 
motivation and satisfaction of the job-incumbents. Shrivastava and Pratap (1984) 
who do obtained positive relationship between the positive perception of 
organisational climate and job-satisfaction reported ahnost the similar findings. 
Matbur and Paranjpe (1988) reported significant relationship of overall 
job-satbfaction with QWL feelings and conditions. With regard to this study, it is 
imperative to highlight that organisational culture and the effort for inproving QWL 
conditions are almost similar terms, although these have different historical 
background and meaning as well. To the best of our imderstanding, improving QWL 
conditions converge over the efforts for developing conducive organisational cuhure, 
hence, these two terms definitely have the same spirit and subsequently may be used 
interchangeably. 
Sharma (1989) conducted a study on humanisation of work and job 
performance. On the basis of the fmdings she highlighted QWL and organisations 
design as important dimension of organisational fimctioning. 
In 1992 Bradberry and Preston had described the story of resistance to 
internal cuhural diversity in many American organisations and mentioned the basis 
why these resistant forces persist. The authors have emphasised that how such 
resistant will become increasingly maladaptive in the evolving global environment 
aiKi underscore the role of organisational development professionals in helping 
organisations to identify and lesson the sources of resistance to diversity in 
homogeneous organisations. They enumerated those organisations, which cannot 
effectively minimise the effects of tendencies toward personal biases and 
stereotypical judgements will become stagnant and unresponsive in the fece of these 
emerging world realities. 
Sheridon (1992) investigated the retention rates of 904 college graduates 
hired in six public accounting firms over a six-year period. Organisational Culture 
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values varied significantly anx>ng the firms. The variation in cultural values had a 
significant effect on the rates at which the newly hired employees voluntarily 
terminated employment. Subjects voluntarily stayed 14 month longer in the culture 
emphasising interpersonal relationship values than in the culture emphasising woric 
task values. The relationship between the employees' job performance and their 
retention also varied significantly with organisational culture values. The cultural 
effects were stronger than the combined exogenous influences of the labour market 
and the new employees' demographic characteristics. 
Rubaii- Barrett and Bcek (1993) examined the similarities and 
differences in work climate perceptions and levels of job-satisfaction among Anglo-
American and Mexican-American employees of a general-purpose local government. 
Mexican-Americans conqjrised a majority of the workforce studied, thus ^  the 
observed differences in their work attitudes relative to the Anglo employees can be 
attributed to cultural differences rather than a nimierical minority status. Maxican-
American Ss on an average reported higher level of satisfaction with the personnel 
department and its procedures than did Anglo employees. As a group, Maxican-
American Ss viewed the quality of supervision, degree of challenge in their job, 
relations with their co-workers less positively than did the Anglos. Hence, they 
contended that organisational culture dimensions are highly related to job-
satisfaction. 
Phillips (1994) explored the existence of industry cultures by comparing 
broad-based assumption sets about two industries (fine arts museums and California 
wineries). Ninety six subjects from twelve organisations representing a cross-section 
of these two industries were interviewed, substantial differences in 
conceptualisations of membership, competition, the origins of "truths", the purpose 
of work, and the current narrow focus in research on industry-based cognitive 
constructs can be productively broadened to include a fuller range of culture 
elements and a wider range of industry participants. 
Zantanou et aL (1994) described communication intervention program 
designed to change the culture shift was measured through a triangulation approach. 
Specially, questioimaires, interview data and direct observation were combined to 
study the areas of organisation culture scale (OCS) before the intervention and a 
representative sample was interviewed. Then, the entire organisation participated in 
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an organisation development program. Two years later, subjects again completed the 
OCS, they were interviewed, and Subjects were also directly observed. They noted 
that the dimensions viz., information flow, involvement, morale, and meetings are 
significantly important aspects of organisational culture. 
Bloor et oL (1994) proposed a new conceptual framework for 
understanding professional culture in organisational context, begiiming with an 
attempt to identify the complex interplay between individual sense making, group 
beliefs and culture. The process of professionalization and the development of 
professional cultures are described and the influence of professional belief systems 
on organisational culture is examined. The interrelationship between four types of 
professional sub-culture and organisational culture is illustrated in a case study 
analysis of an Australian home-case service. The stability of an organisation's 
operative environment is identified as a major factor that facilitates and constrains 
the propensity for professional sub-cultures to radically transform or incrementally 
refine dominant organisational culture. The articles concluded with a critical 
reappraisal of the significance of professional sub-culture as a determinant of an 
organisation's cultural system. 
Maczynski et aL (1994) examined leadership style differences among 
matched samples of 146 Polish, 891 Austrian and 2.631 US managers. Austrian Ss 
were found most participative, Polish Ss were most autocratic and US Ss were 
between these two extremes. These differences produced greatest agreement with the 
prescriptions of a normative model of decision-making among Austrian managers 
and the least agreement among Polish managers. Polish Ss were more participative as 
the importance of the problems declined, and Austrian managers were more 
participative when conflict among subordinates was likely. 
Klein et aL (1995) tested a model linking and integrating the following 
constituents: normative aspects of organisation culture, the distribution and the total 
account of control, employee performance and perceived quality of service. They 
found significant relationship between organisation culture and control distribution, 
culture, and total amount of control, culture and service quality, and culture and 
employee performance and total control and service quality. Results found to support 
the model. 
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Further Petty et aL (1995) examined the relationship between 
organisational culture and organisational performance. 832 employees from 12 firms 
of the electric utility industry completed a survey. Results indicated measure of 
organisational culture were significantly related objective measure of performance. 
Also teamwork was strongly associated with organisational performance. 
Harris and Mossholder (1996) explored the influence of manager's and 
executive congruence with their organisation culture on their affective orientations 
towards the organisation. This relationship was examined in the context of the 
organisation undergoing significant cultural transformation across the 4 dimensions 
of culture. Management style, organisational climate, leadership, an organisational 
definition of success, the "glue" binding the organisation, and the dominant 
organisational characteristics were the attributes found to indicate culture. Job-
satisfaction, job involvement, organisational commitment, and job turnover intention 
were the affective outcomes measured. Results show that organisational commitment 
and optimism about an organisation's future explain the discrepancy between 
subject's assessments of the current culture and their ideal culture. 
Weatherly and Beach (1998) examined the relationship between an 
organisation's culture and their decisions made within the organisation. The authors 
had two goals: first, to provide a theoretical link between culture and organisational 
decision making, and secondly, to test some of the implication of this link. The 
author conducted four studies with employees and managers from commercial 
organisations and Study 1 ^  found that different organisations have different degrees 
of culture fragmentation and this could be measured by the organisational culture 
survey designed by Beach (1993). Study second found that the decisions of an 
organisation's members are influenced by the degree to which the features of the 
options are compatible with the features of the organisation's own cuhure. Study 
third found that an organisation's members are more likely to endorse a management 
decision if the features of the decisions are compatible with the features of the 
organisation's culture. Study 4"" found that the greater the difference between 
subject's assessments of an organisation's culture as they perceived it to be now and 
as they thought it actually ought to be, the less satisfied they reported them selves to 
be with this jobs. 
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Burke (1997) investigated the relationship of organisational hierarchy and 
aspects of cultural values within a single large professional services firm. The 
importance, presence, and gap between importance and presence of ten cultural 
values served as dependent variables. The highest and lowest hierarchical levels had 
more favourable opinions on the importance and presence of the cultural values. 
/'"7 Bendixaen and Burger (1998) examined the mfluence of management 
philosophy on management and organisational effectiveness. 338 managers from 41 
different countries completed questionnaires. Results indicated that there were five 
different management philosophies: rational management, entrepreneurial 
management, elegant management^  market-oriented management, and educated Vs 
experienced management. These philosophies had varying degrees of influences on 
management and organisational effectiveness. Rational, market-oriented and 
entrepreneurial management was positively correlated to management effectiveness. 
Only market-oriented management was positively correlated to organisational 
effectiveness. The prevailing combinations of the way in which their philosophies 
were embraced by managers. Clansmin developmental managers^ tolistic managers, 
free marketers and professional managers. Results support the proposition that 
management and organisational effectiveness are dependent on management 
philosophies.) |^ 
In our view the contentions of Bendixaen, et al. are. of course very 
significant as organisational culture basically is determined by the management 
philosophies in making strategies for running organisations with utmost efficiency. 
Sinha (1998) made a review of work culture of Indian organisations till 
the end of the 1980's and identified the presence of a non-work culture fostered by 
socio-cuhural factors such as families, paternalism, patronage, and centralisation of 
power. Further examination differentiated the non-work or "soft" work culture, as it 
is called from the synergetic work-culture which reflects a philosophy of self-
reliance, strong work norms, and humane practices, leading to greater viability & 
satisfaction. 
/iMiller (1998) said diversity is one of the most significant forces 
influencing organisational change in the 1990's. The members of diversity 
workshops, videos, journals, article boardgames, handbooks and CD-ROM's testify 
to its significance. Few recognise diversity as a potential source of organisational 
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effectiveness. This article presents diversity as a key resource to create a high 
performing work cuhure that enables all members of the organisation to do their best 
work, j ->/ 
Saunders (1998) outlines the inter-relationship between telematic 
learning support and the organisation culture of the work place, focusing on learning 
requirements that enwrge from the technical, social, organisational, ethical and 
political practices characterising the working environment of an individual or group. 
The Saunders defines occupational learning and types of organisationally generated 
knowledge while setting them in different forms of learning context. The author 
identifies concepts of organisation culture and assesses the plausibility of the 
argument that telematic can effect changes in culture. 
Casey (1999) makii^ a significant effort critically examines primar\ 
processes and effects of the so-called "New Organisational Culture" that is organised 
on the principles and practices of Total Quality Management (and its variations) 
which is increasingly being practised in corporate organisations during 1990s. 
Specifically, analyses of the effects of the organisational cultural practices of 
"family" and "team" on the emptoyee and discusses their role in corporate discipline, 
integration, and control. The study con^rises the data drawn from field research 
conducted in a large multinational corporation and the analyses and critical social 
psychoanalytic perspective forms interpretative propositions. The paper disputes the 
conventional view that the practices of the "new culture" and its purported reforms of 
the hierarchical, specialised, conflict-ridden workplaces of traditional industrial 
organisations "empower" en^loyees and provide "meaningful" relationships in the 
workplace. It is argued, on the contrar\'. that these new "designer" cultural practice 
serves as processes of regulation, discipline, and control of employee subject sehes. 
In 1992 AlShanunari attempted to resolve the confusion surrounding the 
relationships between organisational cuhure (OC) and the related concepts of job-
satisfaction, corporate culture and leadership style. Theoretical and methodological 
differences between OC and these three concepts are addressed and it is concluded 
that these concepts are not synonymous with OC. 
Schuster, Morden, Baber, and Mekay (1997) evaluated the effect of five-
year period of implementing a structured, seven-step strategy to obtain improved 
organisation performance through employee attitudes. A significant change in the 
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condition of the human organisation was shown to be correlated with a 66% increase 
in profitability. Results indicate that in the Canadian/US context, employee-centred 
management was, at least, compatible with high performance and competitive 
advantage of these were also evidenced that in some instances organisation 
performance was significantly enhanced through the participation and contribution of 
employees in problem-solving and decision-making processes. 
Bruning and Liverpool (1993) examined the relationship between 
membership in QC and desired and perceived actual levels of employee's 
participation on work-related and economic/strategic issues. An analysis of 
questionnaire responses from non-super\ isory employees from manufacturing plants 
revealed reliable differences in levels of desired and perceived actual participation 
due to QC membership and company. Analyses for outcome variables indicated 
multivariate differences due to compan>" and QC membership. The differences were 
apparent with turnover, '^ork-satisfaction. and organisational commitment. 
Den, et aL (1997) presents data from the Global Leadership and 
Organisational Behaviour Effectiveness Research Program. It is argued that data 
collected in the project can also be used for more focused con^arisons between pairs 
of countries. A conparison is presented between the Netherlands and Poland in 
manager's perception of organisational cukure and attributes necessary for leadership 
effectiveness. Results indicate that Polish organisations are seen by their managers as 
more likely to rely on social norms and procedures to avoid uncertainty, more likely 
to concentrate power ai top management levels, and less likely to encourage future 
oriented behaviour, integrate individuals into groups, encourage organisational 
members to be fair and kind toward others. Polish managers believe more strongly 
that autocratic behaviour diplomacy, face saving risk avoidance. administrati\e 
skills, isolationism, individualism and status consciousness are necessar> for 
leadership effectiveness and less strongly that vision, human orientation, integrity 
and charismatic inspiration are necessary for leadership effectiveness. 
' f In 1998 Johnson & Mclntye studied organisatbnal cuhure and climate 
correlates of job-satisfaction. Correlation indicated positive and significant 
associations for the measures. The measure of climate most strongly associated vsith 
scores on job-satisfaction were communication, followed by goals, creativit> and 
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innovation and decision making. Results are discussed in terms of their practical and 
meaningful relevance to organisational effectiveness./ 
In the light of the above-presented survey of literature,it is clear that there 
is a paucity or absence of literature on organisational culture that could have been 
studied in relation to work commitment and job-satisfaction. Therefore, such studies 
are the needs of the day to identify the dimensions of organisational culture and its 
subsequent influence on job-satisfaction and work commitment as the later two or all 
the three combined together are most likely directly related to employee's productive 
performance and organisational efficiency m a broader sense. 
As stated above it seems fact, that organisational culture studies in 
relation to job-satisfaction and work commitment are either absent or failed to 
provide any clear-cut direction of the relationship, hence, now, there is no option left 
except to formulate null-hypotheses for empirical testing that are being given below: 
Hypothesis: 
Formulation of h>'pothesis is a very important step in research 
investigation. Hypothesis is a presun^tion which provides the basis for investigation 
and ensures the proper direction in which the study should proceed (Michael, 1985). 
According to Kothari (1987), hypothesis is a preposition, which can be put to test to 
determine its validity. Thus, hypotheses are significantly important in every scientific 
investigation/inquiry because they are working as instnmient of theory, have a 
prediction values and also they are powerful tools for the advancement of knowledge 
and making interpretation meaningful (Keriinger, 1983). 
The following Null-hypotheses were formulated, considering our 
investigation purpose as none of the researches have provided any direction on the 
relation of organisational culture with job-satisfaction and employee's work 
commitment. 
Hoi. 'Fairness" dimension of organisational culture will not influence job-
satisfaction and emy of its facets irrespective of sample group. 
Ho2. 'Mutual Trust' dimension of organisational cuhure will not influence job-
satisfaction and any of its facets irrespective of sample group. 
Ho3. 'Openness' dimension of organisational culture will not influence job-
satisfaction and any of its facets irrespective of sample group. 
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Ho4('Organisational Climate" dimension of organisational culture will not influence 
job-satisfaction and any of its facets irrespective of sample group. 
Ho5. 'Synergy (Team Spirit)' dimension of organisational culture will not influence 
job-satisfaction and any of its facets irrespective of sample group. 
Ho6. 'Organisational Environment" dimension of organisational culture will not 
influence job-satisfaction and any of its facets irrespective of sample group. 
Ho7. 'Autonomy* dimension of organisational culture will not influence job-
satisfaction and any of its facets irrespective of sample group. 
Ho8. 'Work Values" dimension of organisational culture will not influence job-
satisfaction and any of its facets irrespective of sample group. 
Ho9. 'Organisational Belongingness" dimension of organisational culture will not 
influence job-satisfaction and any of its facets irrespective of sample group. 
HolO. 'Confrontation" dimension of organisational culture will not influence job-
satisfaction and any of its facets irrespective of sample group. 
Hell. 'Pro-action' dimension of organisational culture will not influence job-
satisfaction and any of its facets irrespective of sample group. 
Hol2. 'Organisational Loyalty' (Pro-Organisation/Attitude) dimension of 
organisational culture will not influence job-satisfaction and any of its facets 
irrespective of sample group. 
Hol3. 'Organisational Culture' will not influence job-satisfaction and any of its 
facets irrespective of sample group. 
Hoi4. 'Fairness' of organisational culture will not influence work commitment and 
any of its facets irrespective of sample group. 
Hol5. 'Mutual Trust" dimension of organisational culture will not influence work 
commitment and any of its facets irrespective of sample group. 
H0I6. 'Openness' dimension of organisational culture will not influence work 
commitment and any of its fecets irresjjective of sample group. 
Hol7. 'Organisational Climate' dimension of organisational culture will not 
influence work commitment and any of its facets irrespective of sample 
group. 
H0I8. 'Synergy" (Team Spirit) dimension of organisational culture will not influence 
work commitment and any of its facets irrespective of sample group. 
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Hoi9. 'Organisational Environment' dimension of organisational culture will not 
influence work commitment and any of its facets irrespective of sample 
group. 
Ho20. 'Autonomy' dimension of organisational culture will not influence work 
commitment and any of its facets irrespective of sample group. 
Ho21. 'Work Values' dimension of organisational culture will not influence work 
commitment and any of its facets irrespective of sample group. 
Ho22. 'Organisational Belongingness' dimension of organisational culture will not 
influence work commitment and any of its facets irrespective of sample 
group. 
Ho23. "Confrontation" dimension of organisational culture will not influence work 
commitment and any of its facets irrespective of sample group. 
Ho24. 'Pro-action* dimension of organisational culture will not influence work 
commitment and any of its facets irrespective of sample group. 
Ho25. 'Organisational Loyalty' (Pro-Organisation/Attitude) dimension of 
organisational culture will not influence work commitment and any of its 
facets irrespective of sample group. 
Ho26. 'Organisational Culture' will not influence work commitment and any of its 
facets irrespective of sample group. 
The above-formulated hypotheses were framed to gain micro-level 
information of the pattern of the cause and effect relationship. Moreover, the 
hypotheses clearly highlight the very objective of the present endeavour, which were 
enpirically tested to fill the void of knowledge in this specific area. The findings of 
the investigation will help the organisation to redesign the work enviromnent in such 
a fashion that might have positive influence on the perceived work related behaviour 
especially, like job-satisfaction and work commitment, which subsequently may lead 
to efficient and decent work performance. 
ChsLptet'III 
METHODOLOGY 
w The aim of the present investigation was to study job-satisfaction and 
work-commitment as a function of organisational culture on the sample of 
supervisors and middle-level managers. Hence, in quest of carrymg out the study 
most objectively and scientifically, certain concrete steps were undertaken. In 
Chapter-I comprehensive description of the meaning and concepts of the variables 
studied were highlighted and, thereafter, in the proceeding Chapter-II review of 
relevant literature were presented. And thereafter, methodology opted for the 
investigation is being presented in the present Chapter-Ill. J ^ 
any scientific research, methodology plays a very significant and 
crucial role. Edwards (1971) believed that "in research we do not haphazardly make 
observation of any or all kinds, but rather our attention is directed towards those 
observation that we believe to be relevant to the question we have previously 
formulated. The objective of research, as recognised by all sciences, is to use 
observation as a basis for answering questions of interest." 
Research fill the void of knowledge, hence, consequently provides some 
new knowledge. In all researches, the objectivity of the investigation is contingent 
upon the accuracy of research methodology. The choice of methodology of research 
is determined by the nature of the problems because every specific research demands 
a particular process and operation to be undertaken for carrying out investigations. 
In carrying out any research, it is necessary to carefiiUy adopt appropriate 
research design, selecting standardised tools, choosing appropriate san^le through 
appropriate sampling technique, imdertaking sound procedures for collecting data, 
tabulating them, and aivalysing the data by running suitable statistics. The details of 
the methodotogical steps follows: 
SampJe: 
In general sample is a small portion of a specific population or universe 
as representative of that particular population or universe. Mohsin (1984) stated that 
"a sanq)le is a small part of total existing events, objects, or the information". For 
selecting aj^ nropriate sample, stratified-random sampling technique was adopted in 
Chapter-Ill 50 
conducting present investigation. In this sampling technique ever>' individual had the 
equal probability of being selected. It was an appropriate sampling technique that 
was warranted to be opted in the very context of present research problem. 
The san^le of the study has been very clearly indicated in the topic of 
the research endeavour that highlights supervisors and middle-level managers as the 
sample of study. For the present research investigation the sample was randomly 
drawn from a well-known public sector organisation, namely. "Instrumentation 
limited". There are three units of this organisation, one is at Kota (Rajasthan) which 
in itself a Head Office and where approximately 3000 employees work. This unit of 
Instrumentation Limited processes instruments like recorders, transmitters and 
telephone exchanges of various capacities like 1000 lines. 2000 lines and up to 
10.000 lines. Second unit is at Palghat (Kerala) that approximately mans 500 
employees and these employees work in manufacturing control-\ahes and office-
blades, etc. And the third unit is at Jaipur (Rajasthan) where around 2000 employees 
work in manufacturing UPS (Uninterrupted Power Supply). 
Data collection was convicted at Kota (Rajasthan) which has number of 
departments/units and sub-units that follow: 
> Administrative unit: Persormel and Industrial Relation Department. Corporate 
Personnel Department, Finance, Welfare 
> Digital Electronics Unit: PCB. Information and Technology Centre 
> Research and Development unit 
> Marketing Department 
> Plant: Assembly Shop. Machine Shop. Industrial Engineering. Maintenance and 
Services, Quality Administration 
> Security 
> Organisational Development and Management Training imit: Training. Servicing.. 
From the above depanments/vmits and sub-units, three hundred fifty 
managers and supervisors were selected and they were distributed questionnaires. 
Out of N=350, three hundred questioimaires were received back but finally after 
rejecting twenty, 280 data were taken for scanning and tabulation. Hence, the sample 
size of the two groups finalh contained n= 140 middle-level managers, and n= 140 
supervisors which is shown in Table 3.1. 
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Table-3.1 
Sample Break'Up 
Nature of Sample 
Middle-level Managers 
Supervisors 
Sample Size 
140 
140 
Having given sample break-up in Table-3.1, demographic characteristics 
of the two-sample groups' viz., middle-level managers, and supervisors have been 
giveninTable3.2. 
Table-3.2 
Sample Characteristics 
Natute of 
Sample 
Middle-level 
Managers 
Supervisors 
Total 
Sample 
Variability 
Measures 
Range "^  
Mean'^ 
S.D^ 
Range 
Mean 
S.D 
Range 
Mean 
S.D 
Age 
22-57 
45.95 
06.24 
22-57 
45.72 
05.39 
22-57 
45.80 
05.82 
Total 
Experience 
01-36 
22.90 
06.61 
01-36 
24.01 
05.56 
01-36 
23.50 
06.11 
Experience 
in present 
organisation 
01-34 
21.10 
06.50 
01-34 
22.50 
05.50 
01-34 
21.80 
05.78 
No. of 
Dependants 
00-08 
03.08 
01.07 
00-08 
03.07 
01.40 
00-08 
03.39 
01.28 
Tools Used: 
To measure and understand human behaviour psychological tests are 
developed and used. It is a matter of fact that there is not a single tool or 
psychological instrument, which may tell about all aspect of behaviour because of 
complex and varying psycho-emotional attributes of personality and human 
behavioural dimensions. Hence, there is a need for developing psychological 
instrument for each specific purpose that should be continually re\alidated in 
accordance with the changing time and situations. 
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Questionnaires since long have been most favoured and convenient tool 
in psychological researches. In the present larger investigation questionnaires were 
used. Comprehensively details of questionnaires used follow: } '— 
Job-Satisfaction Scale: 
To measure employee's job-satisfaction, Porter's (1961) Need 
Satisfaction scale was used (See Appendix-II). This scale consisted of fifteen items 
based on five dimensions viz.. Security need. Social need, Esteem needs, Need for 
Autonomy, and Self-Actualisation need. The scale has a 5-point response category 
ranging fi-om "strongly agree"(i.e., 5) to "strongly disagree"(ie. 1). It is a widely 
accepted and commonly used scale, which is reported to be highly standardised as 
it's reliability and validity are significantly quite high. 
Work-Commitment Scale: 
In order to understand the level of employee's work commitment 
investigator had developed a scale (See Appendix-Ill). For developing work 
commitment questionnaire, survey of literature was extensively done required, 
specially, for identifying the numerous-dimensions of the phenomenon. This Scale is 
based on three dimensions given by Meyer and Allen (1991) viz., (i) affective 
commitment which involves employee's emotional attachment to identification and 
involvement with organisation, (ii) continuance commitment which refers to 
commitment based on cost that enployees associate with leaving the organisation. 
and (iii) normative commitment that refers to employee's feeling of obligation to 
stay with the organisation. Based on the afore-mentioned three dimensions. 
items/statements were framed and thereafter proper, editing of the items/statements 
were made. After making editing of questionnaire containing 15 items on the pattern 
of a likert type scale having 7-point response category' ("l"for minimum i.e. Strongly 
disagree to "7" for maximum i.e. strongly agree) was administered on supervisors 
and managers. Item analysis of the scale was done by calculating co-efficient and the 
obtained was "C" converted into X^  (Chi-square) and on the basis of results all 
fifteen items were found significantly related with the purpose even at .01 level of 
confidence (See Appendix- IIIA). To ascertain its standardisation Split-half 
reliability was calculated and reliability coefficient was found r=. 80 which confirms 
high reUability. Further congruent validity was calculated and validity coefficient 
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coefficient was found r=0.76. which was also found to be adequately high that too 
ascertains the validity of the scale. 
Organisational Culture Scale: 
To measure organisational cultural effects too,the present researcher had 
developed the scale based on twelve dimensions namely: fairness, mutual trust, 
openness, organisational climate, synergy, organisational environment, autonomy, 
work values, organisational belongingness, confrontation, pro-action and 
organisational loyalty. This questionnaire was developed on the same pattern opting 
the same steps, which were taken in case of developing work commitment scale as 
discussed above. There was only difference in the response-rating system as in 
organisational culture scale 7-point response category was used instead of 5-point 
response category, which was used in work commitment scale (See Appendix-IV). 
To ascertain the relevance of the items, item-analysis was done and out of 
45 items, 44 items were found significant at .01 level of confidence and only item no. 
44 was rejected (See Appendix-IV A). To confinn the reliability/dependability of 
device, split-half reliability was calculated and reliability coefficient was found r=. 
89 which confirms high reliability. Further, congruent validity was calculated to 
check the validity of the scale and validity coefficient was found r=. 76 which also 
indicate that the test is highly valid. Therefore, organisational culture scale was 
confirmed as standardised scale. 
Biographical Information Blank: 
Apart from the above questionnaires. Biographical Information Blank 
(BIB) was also prepared by the researcher to record various demographic 
information of the respondents such as ^ e , religion, sex, qualification, rural/urban, 
state &. city, work experience in present organisation, work experience in the present 
positk)n, total work experience, number of promotions earned, designation, marital 
status, numbers of dependants, and health condition which help a lot in drawing 
inference from the findings (See Appendix-V). 
Statistical Analysis: 
Once the data was collected, researcher transforms and summarises data 
so that results could be interpreted and communicated in a briefly con^rehensive 
manner. So, statistical method are very important as Kerlinger (1983) opined that 
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"Statistics, via its power to reduce data to manageable forms and its power to study 
and analyse variance, enable scientists to attach probability estimates to the 
inferences they draw from data'". Statistics, using probability theory and 
mathematics, simply makes the process more exact. In other words it is to say that 
through statistics we always make inferences, attach probabilities to various 
outconves or hypotheses, and make decisions on the basis of statistical reasons. 
Selection of appropriate statistics is a very important objective for the study, which 
help in fulfilling the objectives and drawing precise and accurate inferences. 
In the present investigation, researcher had used SPSS package for 
imdertaking "Multiple Regression Analysis' (MRA). MRA is a means of studying 
the influence of several independent variables simultaneously on the dependent 
variable. It forms a linear composite of explanatory xariables in such a way that it 
has maximum correlation with the criterion variable (Kothari. 1987). The objective 
of this analysis is to make a prediction about dependent variable based on its 
covariance with all the concerned independent variables. This technique is 
appropriate when we have single metric criterion variable, which is supposed to be 
the function of other independent variables. Moreover, Multiple Regression 
Technique relates individual to the dependent variables in a maimer which also takes 
interactive effects into accounts (Kothari, 1987). There exist variations of MRA such 
as standard multiple regression, hierarchical multiple regression and step-wise 
multiple regression. In the present study step-wise multiple regression was used in 
which the investigator adds the individual contributors of each explanatory variable 
into the prediction equation one by one, computing simple correlation first, then by 
calculating partial correlation. The process of developing a subset of IVs which are 
useful m predicting DV and to eliminate those IVs that do not provide additional 
prediction given to this basic set. This process continues imtil no more useful 
informations are gleaned from further addition of variables. In the present analysis, F 
value of ANOVA for regression predicted overall influence of all independent 
variables on the dependent variables whereas, significant predictions were confirmed 
by significant't' values. 
Chapter-IV 
RESULTS AND DISCUSSION 
In the preceding Chapter-IIIjthe methodology adopted in carrying out the 
present larger investigation have been conprehensively discussed and the present 
Chapter-IV having opted methodological steps, has been meant to describe and 
discuss results. The present study being an empirical one was aimed at studying 
Organisational Culture as a determiner of job-satisfaction and work commitment 
among supervisors and middle-level-managers. Hence, in quest of testing the 
objectives of the study number of null-hN-potheses were formulated and stepwise 
multiple regression analysis was used as Multiple Regression Analysis (MRA) 
successfully isolates predictors that fulfilled the objective of the of the investigation. 
Before discussing the findings obtained by running stepwise multiple 
regression analysis (SMRA) to the data, it is highly important to mention that SMRA 
provides stepwise information and among these only two tables for each description 
were used: one showing ANOVA and the other highlighting coefficients i.e., 
predictors of dependent variables. The Table of non-predictors has not been given in 
this chapter because except predictor variables (TVs), all the remaining variables 
(IVs) are found not to be entered to the equation, which means that the variables 
failed to influence dependent variables. 
The analyses of the study were undertaken in four phases. In the first 
phase the sanqjle group of supervisors (n=140) were taken into consideration, where 
as, in the second phase, sample group of managers (ff=140) were analysed. In the 
third phase of analyses, comparative assessment of the sample groups of supervisors 
and middle-level managers were imdertaken. and in the fourth phase, the total sample 
irrespective of categories were analysed to investigate the general pattern of the 
findings, though the last phase was not warranted in accordance with the problem. 
Following the above sequence, results and their discussions will appear in the 
proceedmg writmgs. / 4,^^^^ .—^-- -^' > , 
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Sample of Supervisors: 
In the Present endeavour the results pertaining to the sample group of 
supervisors will be described. It is imperative to point out that supervisors are those 
categories of management who fall below the rank of the middle-level managers. The 
description and discussion of the findings related to the group of supervisors are 
given below. 
Tables from 4.1 to 4.6 highlight the predictors of the various dimensions 
of job-satisfaction as well as job-satisfaction as whole. In this regard Table-4.1 
indicates the influence of predictor variables on supervisors' 'job security' related 
satisfaction as obtained F= 18.325 is found highly significant. The reliability of the 
F-value was found confirmed when one predictor variable viz.. 'organisational 
culture' as a whole was found to positively influence employees 'job security" aspect 
of job-satisfaction as given t- value (t=4.281) highlighted in Table-4.1A is found to 
be statistically highly significant beyond .01 level of confidence, therefore null-
hypothesis HoJJ rendered rejected (given in Chapter-II, p. 47). 
The findings suggests that people see their 'job security' in the policies of 
the organisations generating organisational culture hence, the best organisational 
culture is supposed to guarantee 'job-security' of employees which is a minimum 
ingredient in giving rise to the feeling of job-satisfaction. Moreover, it is also 
important to mention that without 'job-security' specially at and beyond middle level 
management, employees creative resources are not possibly properly utilised which 
is generally considered in organisational growth and development. 
Table-4.2 explains that F-value (F=8.520) being highly significant reveals 
to the significant influence of predictor on 'social need'- a facet of job-satisfaction 
(DV). The Table-4.2A gives a clear picture that only one determinant of 
organisational culture viz., 'organisational loyalty' (O.L) has emerged in predicting 
employees' job-satisfaction as a function of the fulfilment of social needs as t-value 
(t=2.919) is significant. Hence, related null-hypothesis Ho 12 gets rejected (given in 
Chapter-n, p.- 47). 
The pattern of the findings seems to be universally true as 'organisational 
loyalty' either directly or indirectly is certainly instrumental in providing avenues for 
the fulfilment of social needs. Social need generally refers to employees anticipated 
fulfihnent of a particular need through the process of mutual interaction at work 
Table-4.1 
Stepwise Multiple Regression 
Predictots(rVs) of Job Security Need(DV)-A facet of Job Satisfaction 
Sample of Supervisors N=140 
ANOVA" 
Model 
1 Regression 
Residual 
Total 
Sum of 
Squares 
142.521 
1073.272 
1215.793 
df 
1 
138 
139 
Mean 
Square 
142.521 
7.777 
F 
18.325 
Sig. 
.000^ 
a. Predictors: (Constant), Org. Culture 
b. Dependent Variable: Job Security Need 
Table-4.1A 
Coefficients Showing the Real Predictor Variable* 
Model 
1 (Constant) 
Org. 
Culture 
Unstandardized 
Coefficients 
B 
.756 
5.484E-02 
Std. Error 
2.035 
.013 
Standardi 
zed 
Coefficie 
nts 
Beta 
.342 
t 
.372 
4.281 
Sig. 
.711 
.000 
a Dependent Variable: Job Security Need 
Table-4.2 
Stepwise Multiple Regression 
Predictors(IVs) of Social Need(DV)-A facet of Job Satisfaction 
Sample of Supervisors N=140 
ANOVA" 
Model 
Regression 
Residual 
Total 
Sum of 
Squares 
52.325 
847.525 
899.850 
df 
1 
138 
139 
Mean 
Square 
52.325 
6.141 
Sig. 
1 8.520 .004' 
a. Predictors: (Constant), Org. Loyalty 
b. Dependent Variable: Social Need 
Table-4.2A 
Coefficients Showing the Real Predictor Variables* 
Model 
1 (Constant) 
Org. Loyalty 
Unstandardized 
Coefficients 
B 
8.129 
.288 
Std. Error 
1.224 
.099 
Standard! 
zed 
Coefficie 
nts 
Beta 
.241 
t 
6.639 
2.919 
Sig. 
.000 
.004 
a. Dependent Variable: Social Need 
Table-4.3 
Stepwise Multiple Regression 
Predictors(IVs) of Esteem Need(DV)-A facet of Job Satisfaction 
Sample of Supetvisots N=140 
ANOVA" 
Model 
Regression 
Residual 
Total 
Sum of 
Squares 
57.985 
623.008 
680.993 
df 
1 
138 
139 
Mean 
Square 
57.985 
4.515 
.sja. 
1 12.844 .000^ 
a. Predictors: (Constant), Mutual Trust 
b. Dependent Variable: Esteem Need 
Table-4.3A 
Coefficients Showing the Real Predictor Variables* 
Model 
1 (Constant) 
Mutual Trust 
Unstandardized 
Coefficients 
B 
8.258 
.310 
std. Error 
.979 
.087 
Standard! 
zed 
Coefficie 
nts 
Beta 
.292 
t 
8.436 
3.584 
Sig. 
.000 
.000 
a. Dependent Variable: Esteem Need 
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which is a pre-requisite in the context of modem organisational functioning. 
Therefore, 'organisational loyalty" influences the fiilfilment of social needs or vice-
versa as the fiilfilment of social need at work, intern, is most likely to develop 
'organisational loyalty'. 
Table-4.3 gives a picture of the predictors of 'esteem need' of the group 
of supervisors and it is found that supervisors' 'esteem need' is predicted by a 
predictor variable as F=12.844 is highly significant. Further. SMRA reveals to the 
fact that like above trend of findings here too, only one predictor variable 'mutual 
trust'- a determinant of organisational culture^ is emerged to significantly influence 
'esteem need' of the group of supervisors as its t-value (t=3.584) is found extremely 
significant beyond .01 level of confidence. It is therefore, found that the nuU-
hj'pothesis Ho2 (given in Chapter-II, p.- 46) is rejected. 
Such trend of the fmdings seems to be extremely logical as 'mutual trust" 
among people always lead to the fulfilment of 'esteem need'. Esteem need, 
generally, refers to the aspect of respect, which the employees pay to others and 
expect fi-om others too. Such psychological reaction and expectation is embedded in 
human nature which people crave for fulfilment at a particular level specially, like 
the critical level of supervisor who are at the helm of entering to the management 
cadre. And it also most likely become instrumental to lead "mutual trust' which is a 
key factor of healthy organisational culture. Trust is a broader concept which not 
only refers to the confidence that people have for each other but it is most likely to be 
reflected in certain behaviour like the sense of the fulfilment of 'esteem need" i.e.. 
having the notion of being respected and have respect for others. 
Table-4.4 highlights the predictors of need for 'autonomy' -a facet of job-
satisfaction (DV) as the Value F= 8.193 being significant clarifies the significant 
influence of predictor variable on need for 'autonomy' - an important facet of job-
satisfaction specially for the group of supervisors and for the people of management 
cadre in general. In quest of identifying the real predictor, Table-4.4A reveals that 
'organisational culture' as a whole significantly determines employees job-
satisfaction with "autonomy" at work as statistical value t=2.862 is found significant 
beyond .01 level of confidence. And because of this fact the proposed null-
hypothesis HoI3gets rejected (given in Chapter-II, p.- 47). 
Table-4.4 
Stepwise Multiple Regression 
Predictots(rVs) of Need for Autonomy(DV)-A facet of Job Satisfaction 
Sample of Supervisors N=140 
ANOVA" 
Model 
1 Regression 
Residual 
Total 
Sum of 
Squares 
42.870 
722.066 
764.936 
df 
1 
138 
139 
Mean 
Square 
42.870 
5232 
F 
8.193 
Sig. 
.005^ 
a. Predictors. (Constant), Org. Culture 
b. Dependent Variable: Need for Autonomy 
Table-4.4A 
Coefficients Showing the Real Predictor Variabies* 
Model 
1 (Constant) 
Org. Culture 
Unstandardized 
Coefficients 
B 
6.734 
3.008E-02 
Std. Error 
1.669 
.011 
Standardi 
zed 
Coefficie 
nts 
Beta 
.237 
t 
4.035 
2.862 
Sig. 
.000 
.005 
a. Dependent Variable:Need for Autonomy 
Table-4.5 
Stepwise Multiple Regression 
Predictors(rVs) of Self-Actualisation(DV)-A facet of Job Satisfaction 
Sample of Supervisors N=140 
Variables Entered/Removed" 
a. Dependent Variable: SA 
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It has probably been mentioned earlier that organisational culture as a 
whole is highly conducive for giving rise to job-satisfaction of employees as a 
function of'autonomy' at work. Infact,autonomy in the organisation has come into 
prominence as a function of successively enriched organisational culture. It is 
imperative to mention here that organisational culture incorporates all the aspects 
enriching the job and the job conditions and definitely 'autonomy' is one of those 
which requires proper attention in giving rise to satisfaction to employees with work, 
especially, at and beyond supervisory level. 
'Self-actualisation need', one of the dimension of job-satisfaction and the 
apex need in the Maslowian need-hierarchy has not been found to be significantly 
predated by any of the independent variable (I V) as when SMRA was run through 
conqjuter then it was found that none of the independent variable entered to the 
equation and subsequently, got removed which is evident from the computer remark 
after running the process of SMRA given in Table-4.5 as variables entered/removed. 
Therefore, all the null-hypotheses pertaining to the predictor of "self-actualisation 
need" are rendered accepted (given in Chapter-II, pp- 46,47 & 48). 
The finding, which is evident from Table-4.5. is quite rational because the 
sample category of supervisors have no cravings for the fulfihnent of 'self-
actualisation need" as they are not at the apex or nearby positions. It is usually 
observed and witnessed as well that Maslowian need-hierarchy (1954) or Porter's 
need classification(1961) has their corresponding relationship with the organisational 
hierarchical structure. Since, supervisors occupy the position just below the position 
of middle-level managers, hence, they are most likely to have the cravings for the 
fulfilment of'esteem need' after the adequate fulfilment of primary need. Because of 
this reason all the predictor variables (IVs) and the "self-actualisation need' - a 
dimension of job-satisfaction (DV) is found to be statistically independent to each 
other. 
Experience of getting high satisfaction at work is found to be determined 
by the predictor variable which is evident from F=l5.724 (significant beyond .01 
level of confidence) given in Table- 4.6. Extending the SMRA. Table-4.6 A reveals a 
very logical finding referring to organisational culture as being the sole predictor of 
job-satisfaction as a whole as its obtained t= 3.965 is witnessed to be highly 
significant far far beyond .01 level of confidence. Therefore only one but very 
Table.4.6 
Stepwise Multiple Regression 
Predictors(IVs) of Job Satisfaction(DV) 
Sample of Supervisors N=140 
ANOVA" 
Model 
1 Regression 
Residual 
Total 
Sum of 
Squares 
1259 382 
11052.75 
1231214 
df 
1 
138 
139 
Mean 
Square 
1259.382 
80.092 
F 
15.724 
Sig. 
.000^ 
a. Predictors. (Constant), Org. Culture 
b. Dependent Variable: Job Satisfaction 
Table-4.6A 
Coefficients Showing the Real Predictor Variables^ 
Model 
1 (Constant) 
Org. Culture 
Unstandardized 
Coefficients 
B 
29.862 
.163 
Std. En^ or 
6.529 
.041 
Standard! 
zed 
Coefficie 
nts 
Beta 
.320 
t 
4.573 
3.965 
Sig. 
.000 
.000 
a. Dependent Variable: Job Satisfaction 
Table-4.7 
Stepwise Multiple Regression 
Predictofs(IVs) of Affective Commitment(DV)-A facet of Work commitment 
Sample of Supervisors N=140 
ANOVA'' 
Model 
1 Regression 
Residual 
Total 
Sum of 
Squares 
86.388 
1841.155 
1927.543 
df 
1 
138 
139 
Mean 
Square 
86.388 
13.342 
F 
6.475 
Sig. 
.012^ 
a. Predictors: (Constant), Autonomy 
b. Dependent Variable: Affective Commitment 
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important null-hypothesis viz., Ho 13 found to be rejected (given in Chapter-ll. p.-
47). 
From the findings given in Table-4.6. it is clearly witnessed that 
enhancing employees satisfaction at work, organisational culture as a whole, must be 
given proper attention and be improved with the honest spirit of developing the 
organisation based on the philosophy of humanising the job. Therefore, in this 
modem cybernetic age of work, organisational culture receiving greater importance 
with the presumption that highly conducive work culture will activate the employees' 
will to work. Moreover, organisational culture providing the sense of being at home 
in the work situation is definitely most likely instrumental in enhancing job 
motivation, satisfactwn and the work-efficiency at large. 
After describing and discussing the results pertinent to the predictors of 
various facets of job-satisfaction and the job-satisfaction as a whole, now, it is 
wEuranted to move on to deliberate on the predictors of the various facets of work 
commitment as a whole. 
Tables from 4.7 to 4.10 highlight the predictors of the various dimensions 
of work commitment on its each dimension (viz., affective commitment, continuance 
commitment, and normative commitment) as well as work commitment as whole. 
Table 4.7 based on the statistical value F=6.475 which is significant at .012 level oi 
confidence advocates that independent variable have its impact on one of the 
dimensions of work commitment viz.. 'affective commitment'. Further analysis on 
the basis of simple correlation given in Table-4.7A provides the information that 
only one dimension of 'organisational culture' viz., "Autonomy" is found 
significantly predicting 'affective commitment', dimension of work commitment as 
t=2.545is highly significant beyond .01 level of confidence hence, the null-
hypothesis Ho7 rendered rejected (given in Chapter-II, p.- 47). 
The obtained findings highlighted in Table-4.7 is quite rational because 
of the fact that "autonomy" in the organisation specially for the middle-level 
managers, and the top level managers in general, is a very significant asp>ect which 
should be highly incorporated in designing as well as in making the organisational 
culture functional as 'autonomy' gives fi-eedom to use creative talents for meeting 
the objectives related to organisational effectiveness. Hence, "autonomy" in effect 
give rise to the devetopment of "affective commitment" (A.Co.) that can be denoted 
Table-4.7A 
Coefficients Showing the Real Predictor Variable* 
Model 
1 (Constant) 
Autonomy 
UnstandardJzed 
Coefficients 
B 
21.828 
.290 
Std. Error 
1.691 
.114 
Standard! 
zed 
Coefficie 
nts 
Beta 
.212 
t 
12.912 
2.545 
Sig. 
.000 
.012 
a Dependent Variable: Affective Commitment 
Table-4.8 
Stepwise Multiple Regression 
Ptedictois(rVs) of Continuance Commitment(DV)-A facet of Work commitmet 
Sample of Supervisors N=140 
ANOVA" 
Model 
1 Regression 
Residual 
Total 
Sum of 
Squares 
408.665 
4716.557 
5125.221 
df 
1 
138 
139 
Mean 
Square 
408.665 
34.178 
F 
11.957 
Sig. 
.0013 
a. Predictors: (Constant), Openness 
b. Dependent Variable: Continuance Commitment 
Table-4.8A 
Coefncients Showing the Real Predictor Variables* 
Model 
1 (Constant) 
Openness 
Unstandardized 
Coefficients 
8 
13.889 
.633 
Std. Error 
1.901 
.183 
Standard! 
zed 
Coefficie 
nts 
Beta 
.282 
t 
7.307 
3458 
Sig. 
.000 
.001 
a. Dependent Variable: Continuance Commitment 
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with the popular word emotional commitment. It is generally observed and 
experienced as well that when people develop emotional attachment they get highly 
involved in the things for which they have developed emotional attachment. In this 
context it will not be untrue to say that 'affective commitment' is the key element in 
making the commitment functbnal for employees' affective productive efficiency 
and the organisational effectiveness at large. 
Similarly, Table-4.8 indicates that 'continuance commitment' (C.Co)-a 
determinant of work commitment is found to be significantly influenced as F-value 
(F=l 1.957) is significant at .001 level of confidence. Further analysis carried on by 
SMRA (Stepwise Multiple Regression) given in Table-4.8A,revealed that one of the 
most important determiner of organisational cuhure viz., 'openness' emerged to 
significantly predict 'continuance commitment' (DV) as its statistical value t=3.458 
is highly significant at .001 level of confidence. Therefore, null hypothesis Hol6 gets 
rejected and the remaining null hypothesis are found to be accepted (given in 
Chapter-n, p.- 47). 
It has already been mentioned earlier that best organisational culture is 
that where there are greater transparency and openness in the organisational policies 
and the interactions among people at both horizontal and vertical levels. Openness in 
an organisation helps to develop positive industrial morale and heahhy interpersonal 
relations, which in general, lead to strengthen continuance commitment among people 
at work. 
Table-4.9 is related to the 'normative commitment' - a dimension of 
work commitment value of F=l0.279 is obtained and found to be highly significant 
which informs that 'normative commitment' is a predictor or a determiner variable. 
It is evident from Table 4.9A that 'work-value' fector of organisational culture has 
emerged as one of the predictor variable significantly predicting normative 
commitment as obtained t-value (t=3.206) is significant at .002 level of significance. 
This confirms the rejection of null hypothesis Ho21 (given in Chapter-D, p.- 48). 
For normative commitment in particular, and the commitment in general, 
it is to say that these are not the behavioural or perceptual dimension, which develop 
overnight but is an outcome of the process of socialisation specially, during aduk 
sociaUsation stage. Socialisation is the process that provide social learning and 
along with that it helps the individual to get develop perception towards work, which 
Table-4.9 
Stepwise Multiple Regression 
Ptedictors(IVs) of Normative Commitinent(DV)-A facet of Work conunitment 
Sample of Supervisors N=140 
ANOVA" 
Model 
1 Regression 
Residual 
Total 
Sum of 
Squares 
208.124 
2794.161 
3002.286 
df 
1 
138 
139 
Mean 
Square 
208.124 
20.248 
F 
10.279 
Sig. 
.002^ 
a. Predictors: (Constant), Work Values 
b. Dependent Variable; Normative Commitment 
Table-4.9A 
Coefficients Showing the Real Predictor Variable* 
Model 
1 (Constant) 
Work Values 
Unstandardized 
Coefficients 
B 
21.942 
.476 
Std. Error 
2.102 
.149 
Standardi 
zed 
Coefficie 
nts 
Beta 
.263 
t 
10.437 
3.206 
Sig. 
.000 
.002 
a. Dependent Variable: Normative Commitment 
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later appear in the form of 'Work values*. This 'Work value' is definitely important 
for developing commitment in general and the "normative commitment" in specific. 
So far as the commitment as a whole of the group of supervisors is 
concerned, it is also found to be influenced by some of the predictor variables as 
F=9.905 is significant far far beyond .01 level of confidence (Table-4.10) hence, 
SMRA moved into the next step for isolating the predictors in sequence and in effect 
Table-4.10A clearly mentions that organisational culture as a whole and its one of 
the dimension viz., 'organisational environment' (O.E) have emerged to be the 
significant predictors of work commitment as their corresponding t-values (t=4.167 
& t=2.108) are foimd significant and because of this reason the related null-
hypotheses Ho26 «& Hol9 have been rendered rejected (given in Chapter-II, pp- 48). 
In view of the findings given in Tabled. 10A. it is highly pertinent to 
mention the fact that for supervisors' general commitment with work and the 
organisation is most likely to be determined by organisational culture in general 
where 'organisational environment' plays a key role. It is usually observed that if the 
organisational culture is poorly engineered and its environment is highly 
unpredictive and intolerable then, it towers the peoples" general commitment as 
highly conducive, enriched work culture and organisational excellent environment 
are likely to be heighten commitment with work and the organisation as well. It is 
necessarily important to point out here that for both the sample groups of managers 
and supervisors, organisational cuhure as whole has been found important determiner 
to boost up their commitment with work. 
Sample of Managers: 
Table-4.11 indicates that F=24.726 being highly significant advocates to 
the significant influence of IVs on 'job-security'"- a facet of "job-satisfaction." 
SMRA in its further analysis reveals that total culture of organisation predicts 
employee's job-security as statistical t-value (t=4.973) is found highly significant 
and subsequently related null-hypothesis Ho 13 stands rejected (given in Chapter-II, 
p.-47). 
Such findings are not surprising because in modem work organisations, 
best organisational cuhure provides all assurance to the job incumbents and the job 
security seems to be the top most priority that must be ensured by management 
Table-4.10 
Stepwise Multiple Regression 
Predictors(rVs) of Work Commitment (DV) 
Sample of Supervisors (N=140) 
ANOVA"= 
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
1548.991 
14259.43 
15808.42 
1997.074 
13811.35 
15808.42 
df 
1 
138 
139 
2 
137 
139 
Mean 
Square 
1548.991 
103.329 
998.537 
100.813 
F 
14.991 
9.905 
Sig. 
.000^ 
.000^ 
a. Predictors: (Constant), Org. Culture 
b. Predictors: (Constant), Org. Culture,Synergy 
c. Dependent Variable: Work Commitment 
Table-4.10A 
Coefficients Showing the Real Predictor Variables" 
Model 
1 
2 
(Constant) 
Org. Culture 
(Constant) 
Org. Culture 
Synergy 
Unstandardized 
Coefficients 
B 
46.343 
.181 
40.902 
.292 
-.849 
Std. Error 
7.416 
.047 
7.767 
.070 
.403 
Standard! 
zed 
Coefficie 
nts 
Beta 
.313 
.506 
-.256 
t 
6.249 
3.872 
5.266 
4.167 
-2.108 
Sig. 
.000 
.000 
.000 
.000 
.037 
a. Dependent Variable: Work Commitment 
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strategic culture. Organisational culture, we mean, humanisation of work activities 
where mutual trust, openness, fairness, transparency, etc. are the important 
ingredients and in such work culture the best performances are experienced and 
greater job security is guaranteed. Moreover, extra rewards do enhance employee's 
social as well as esteem needs. Therefore, job security is found to be the extreme 
transparent and conducive total organisational culture. 
In Table-4.12, it is obtained that F=20.374 are highly significant, hence, 
referring to the fact that some of the predictor variables are found significantly 
influencing one of the job-satisfaction facet viz.. 'social need". Table-4.6A described 
that only one predictor variable (IV) i.e. 'pro-activity" emerged to influence 
significantly the 'social need-a dimension of 'job-satisfaction" as t=4.514 is 
statistically found highly significant. Hence, to this eff"ect, null-hyjx)thesis Hoi 1 gets 
rejected (given in Chapter-II. p- 47). The findings given in Tables-4.12 and 4.12A 
very clearly emphasise that only predictor variable viz., 'pro-action" -one of the 
dimensions of'organisational cukure' significantly influence the fulfilment of'social 
need' leading to job-satisfaction. Here, it is warranted to explain the functional value 
of pro-action as a means of enriching organisational culture. It must be recognised 
that conducive and more favourable organisational culture enhance the possibility of 
pro-activity of organisational employees in meeting the goals of organisation and as 
a consequence to it the pro-activity of employees converge on the \arious objective 
of the organisation which are uhimately fulfilled through co-ordination of activities, 
hence, fulfilling employees social needs. 
So far as the relevance of social need is concerned, it is evident fi-om the 
history that during 1920's Mayo and his associates had foimd this factor as the most 
important aspect for which employees even today have the general cravings for its 
fulfilment and this was infact the point of time when the whole management 
orientation shifled from task-oriented to employee-oriented approach. Hence, 
indeed, niid-1920's is considered a turning point from where employee-oriented 
approach to nwtivate people at work had started, which is still occupying 
increasingly greater importance for enhancing organisational total efficiency viz., 
organisational effectiveness. The same contention is again getting favour when one 
of the organisational culture dimension viz.. 'pro-action" found to have significant 
predictive influence on the fulfilment and the satisfaction of "social need". 
Table-4.11 
Stepwise Multiple Regression 
Ptedictoi:s(IVs)of Job Security Need(DV)-A Facet of Job-Satisfaction 
Sample of Managets N=140 
ANOVA" 
Model 
1 Regression 
Residual 
Total 
Sum of 
Squares 
107.228 
598.457 
705.686 
df 
1 
138 
139 
Mean 
Square 
107.228 
4.337 
F 
24.726 
Sig. 
.000^ 
a. Predictors: (Constant), Org. Culture 
b. Dependent Variable: Job Security Need 
Table-4.11A 
Coefficients showing the real Predictor Variable" 
Model 
1 (Constant) 
Org. Culture 
Unstandardized 
Coefficients 
B 
2.612 
4.622E-02 
Std. Error 
1.522 
.009 
Standard! 
zed 
Coefficie 
nts 
Beta 
.390 
t 
1.717 
4.973 
Sig. 
.088 
.000 
a. Dependent Variable: Job Security Need 
Table-4.12 
Stepwise Multiple Regression 
Predictors(rVs)of Social Need(DV)-A Facet of Job-Satisfaction 
Sample of Managers N=140 
ANOVA" 
Model 
Sum of 
Squares df 
Mean 
Square Sig. 
1 Regression 
Residual 
Total 
103.704 
702.432 
806.136 
1 
138 
139 
103.704 
5.090 
20.374 .000^ 
a. Predictors: (Constant), Pro-action 
b. Dependent Variable: Social Need 
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Another job-satisfaction fecet viz., 'esteem need' (DV) is found to be 
significantly determined by some of the predictor variables (IVs) as obtained 
statistical value F=16.417 given in Table-4.13 is statistically found highly significant 
well beyond .01 level of confidence. 
The most in-depth analysis carried on by SMRA vividly advocates as is 
evident from Table-4.13A that 'organisational culture' as a whole, as well as, 'pro-
action' -one of the dimension of 'organisational culture' emerged to have their 
influence in giving rise to the sense and the fulfilment of 'esteem need'-a dependent 
variable, as their statistical values t=2.419, and t=2.066 respectively are significant, 
hence, rejectii^ the related nuli-hypotheses viz.. Ho 13 and Ho 11 (given in Chapter-
II,p-48). 
So far as the findings highlighted in Table-4.13A are concerned, it is found 
logical to witness the significant influence of total organisational culture to boost up 
the sense of employees self esteem. In this part of research endeavour, middle-level 
managers were taken for discussion, apart from the sample of supervisors. Middle-
level managers are highly sensitive to their ego and have strong will to fulfil the 
esteem needs to the maximum extent. Desires to fulfil the cravings of esteem-need 
are provided better avenues when total organisational culture is highly conducive 
based on the philosophy of humanisation of work environment In addition to the total 
organisational culture, one of its dimension i.e., 'pro-action' by the en^loyees helps 
the management people to hold respect for their emptoyees hence, the employees feel 
elevated and thus, the greater sense of fiilfilling esteem need- the most important 
need the middle-level managers generally hold, appear in the course of inter-personal 
relationship at both horizontal and vertical levels. 
Table-4.14 gives indication, that jwedictor variables significantly influence 
one of the job-satisfaction facets viz., 'Need for autonomy' as obtained ANOVA 
value F=13.153 found to be highly significant beyond ,01 level of confidence. Table-
4.14A provides a very clear picture of significant predictor variables (IVs) of 'need 
for autonomy, -a fecet of 'job-satisfaction' (DV). The table highlights that these 
independent variables are 'pro-action' "work-values," and openness which have their 
significant predictive value (which have) for 'autonomy' as their corresponding t-
values ranging from minimum t=2.094 to the maximum t=5.044 are highly 
Table-4.12A 
Coefficients showinf the real Predictor Variable* 
Model 
1 (Constant) 
Pro-action 
Unstandardized 
Coeff icients 
B 
6.720 
.474 
Std . Error 
1.168 
.105 
Standard! 
zed 
Coefficie 
nts 
Beta 
.359 
t 
5.754 
4.514 
Sig. 
.000 
.000 
a. Dependent Variable: Social Need 
Table-4.13 
Stepwise Multiple Regression 
Predictors(rVs)of Esteem Need(DV)-A Facet of Job-Satisfaction 
Sample of Managers N=140 
ANOVA*^ 
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
107.749 
532.822 
640.571 
123.844 
516.728 
640.571 
df 
1 
138 
139 
2 
137 
139 
Mean 
Square 
107.749 
3.861 
61.922 
3.772 
F 
27.907 
16.417 
Sig 
.000^ 
OOO** 
a. Predictors: (Constant), Org. Culture 
b. Predictors: (Constant), Org. Culture, Pro-act ion 
c. Dependent Variable: Esteem Need 
Table-4.13A 
Coefficientsshowing the real Predictor Variable* 
Model 
1 
2 
(Constant) 
Org. Culture 
(Constant) 
Org. Culture 
Pro-action 
Unstandardized 
Coefficients 
B 
4.180 
4.633E-02 
4.139 
2.910E-02 
.259 
Std. Error 
1.436 
.009 
1.419 
.012 
.126 
Standard! 
zed 
Coefficie 
nts 
Beta 
.410 
.258 
.220 
t 
2.911 
5.283 
2.916 
2.419 
2.066 
Sig. 
.004 
.000 
.004 
.017 
.041 
a. Dependent Variable: Esteem Need 
Table-4.14 
Stepwise Multiple Regression 
Predictors(IVs)of Need for Autonomy(DV)-A Facet of Job-Satisfaction 
Sample of Managers N=140 
A N O V A " 
Model 
1 
2 
3 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
134.545 
651.855 
786.400 
157.193 
629.207 
786.400 
176.855 
609.545 
786.400 
df 
1 
138 
139 
2 
137 
139 
3 
136 
139 
Mean 
Square 
134.545 
4.724 
78.596 
4.593 
58.952 
4.482 
F 
28.484 
17.113 
13.153 
Sig. 
.000^ 
.000" 
OOO'^  
a. Predictors: (Constant), Pro-action 
b. Predictors: (Constant), Pro-action, Work Values 
c. Predictors: (Constant), Peo-action, Work Values, Openness 
d. Dependent Variable: Need for Autonomy 
Table-4.14A 
Coeff ic ients s h o w i n g the real Predictor Variable' 
Model 
1 
2 
3 
(Constant) 
Pro-action 
(Constant) 
Pro-action 
Work Values 
(Constant) 
Pro-action 
Work Values 
Openness 
Unstandardized 
Coefficients 
B 
5.876 
.540 
7.382 
.667 
-.198 
7.484 
.597 
-.307 
.217 
Std. Error 
1.125 
.101 
1.301 
.115 
.089 
1.286 
.118 
.102 
.104 
Standard! 
zed 
Coefficie 
nts 
Beta 
.414 
.511 
-.195 
.457 
-.303 
.213 
t 
5.222 
5.337 
5.676 
5.801 
-2.221 
5.821 
5.044 
-3.001 
2.094 
Sig. 
.000 
.000 
.000 
.000 
.028 
.000 
.000 
.003 
.038 
a. Dependent Variable: Need for Auotonomy 
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significant beyond .05 level of confidence, therefore on the basis of the findings the 
null-hypotheses Hoi 1, Ho8 and Ho3 (given in Chapter-II. pp- 46 & 47) are found to 
be rejected. 
From Table-4.14A too it is witnessed that 'pro-action', 'work-values", 
and 'openness' dimensions of 'organisational culture" appeared significantly 
influencing the dependent variable viz., 'need for autonomy'. 'Need for autonomy' is 
one of the important factor contributing to 'job-satisfaction" is found to be the 
function of such organisational culture that give rise to pro-action, strengthening 
work-values, and generating openness while making efforts to achieve organisational 
objectives. It will not be out of context to assert that autonomy is a general craving at 
all hierarchical level, which is evidenced in this modem philosophical and be-fitting 
practical approach, namely, management by objectives (MBO)- as this approach 
provides greater autonomy even to the people at production line. In raising the sense 
of autonomy leading to job-satisfaction among employees, organisational culture 
bearing openness in interaction generating positive work-values and pro-action plaj 
a very significant role, hence, these factors are found to be the major contributors in 
raising the sense of autonomy for experiencing higher level of satisfaction among 
employees. 
Table-4.15 indicates the value of F=27.414 as being highly significant 
referring to the significant influence of predictor on 'self-actuaHsat ion-facet of job-
satisfaction. Another step of SMRA which is Shown in Table-4.15A reveals that 
'pro-action'-facet of 'organisational culture' emerged to significantly predict 'self-
actualisation' facet of'job-satisfaction'- a dependent variable as the t-value (t=5.236) 
given in the Table-4.15A is significant at extreme level of significance, therefore, 
related null-hypothesis Hoi 1 is rendered to be rejected (given in Chapter-II. p.- 47). 
In the Maslowian need hierarchy self-actualisation need is at the apex 
level of the hierarchy which is usually shown in the pin-pointed form that clearh 
indicates that there are very few people in the social as well as organisational 
structure who are able to fulfil self-actualising need. Since, the present description of 
results pertains only to the sample of managers. heiKe. these people even being in the 
middle-management-level think to strive for fulfilling self-actualisation need, 
provided these employees pro-action (IV) is quite inconsonant with the 
organisational expectation. In the healthy organisational culture, pro-action is always 
Table-4.15 
Stepwise Multiple Regressioti 
Predictors(rVs)of Self-Actualisation Need(DV)-A Facet of Job-Satisfaction 
Sample of Managers N=140 
ANOVA" 
Model 
1 Regression 
Residual 
Total 
Sum of 
Squares 
116.477 
586.345 
702.821 
df 
1 
138 
139 
Mean 
Square 
116.477 
4.249 
F 
27.414 
Sig. 
.000^ 
a. Predictors: (Constant), Pro-action 
b. Dependent Variable: Self-actualisation Need 
Table-4.15A 
Coefficients showing the real Predictor Variable* 
Model 
1 (Constant) 
Pro-action 
Unstandardized 
Coefficients 
B 
6.023 
.503 
Std. Error 
1.067 
.096 
Standardi 
zed 
Cdefficie 
nts 
Beta 
.407 
t 
5.644 
5.236 
Sig. 
.000 
.000 
a. Dependent Variable: Self-actualisation Need 
Table-4.16 
Stepwise Multiple Regression 
Predictots(rVs)of Job Satisfaction(DV) 
Sample of Managers N=140 
ANOVA« 
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
2652 069 
10248.53 
12900.60 
2980.695 
9919.905 
12900.60 
df 
1 
138 
139 
2 
137 
139 
Mean 
Square 
2652.069 
74.265 
1490.347 
72.408 
F 
35.711 
20.583 
Sig. 
.000^ 
.000'' 
a. Predictors: (Constant), Pro-action 
b. Predictors: (Constant), Pro-action, Openness 
c. Dependent Variable: Job-Satisfaction 
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rewarded and sometime in the form of upward mobility in quick succession which 
inculcate the sense of fiilfilling self-actualisation need that, in tern, may become 
highly instrumental in enhancing job-satisfaction as a whole. 
While discussing the sample of managers, overall job-satisfaction (IV) at 
last, has been considered for identifying its predictor variables. Table-4.16 speaks of 
significant impact of IVs on overall job-satisfaction (DV) as F=20.583 is highly 
significant. 
Extending the analysis, it is found that SMRA successfully identified the 
significant components of organisational culture viz.. "pro-action* and 'openness* for 
having their significant predictive influence on overall job-satisfaction-a DV. as their 
corresponding statistical values t=4.I59 and t=2.130 are found significant beyond .05 
level of confidence and as a consequent to it proposed null-hypotheses HoU and 
Ho3 get rejected (given in Chapter-II, pp- 46 & 47). 
In defence of the above finding, it is imperative to mention that over-all 
job-satisfaction at the managerial level is usually experienced when there is an 
openness in organisational culture and the culture forcing by its own employee-
oriented approach to the en^loyees for pro-organisational activity. It means for the 
middle-levei-managers. pro-action and opermess are the major significant predictors 
for their overall job-satisfaction, though, other factors may also be relevant but have 
failed to come-up to the level of significance. 
After discussing the influence of predictor Nariables on the different 
dimensions of "job-satisfaction' and the 'job-satisfaction* as a whole, the on-going 
description and discussion of result will pertain to the predictors of numerous facets 
of'^vork commitment" and the commitment as a whole. 
The present description and discussion of results will pertain to the 
various facets of work-commitment. Table-4.17 advocates that independent variables 
have there significant influence over one of the components of work commitment 
viz.. 'affective commitment'(DV) as F=l 0.266 found to be highly significant far 
beyond .01 level of confidence. SMRA in its further step showing coefficients in 
Table-4.17A clearly indicates that "organisational culture* as a whole as well as its 
one of the determinants i.e. "openness* have emerged as predictors of work-
Table-4.16A 
Coefficients showing the real Predictor Variable* 
Model 
1 
2 
(Constant) 
Pro-action 
(Constant) 
Pro-action 
Openness 
Unstandardized 
Coefficients 
B 
30.797 
2.399 
28.233 
1.908 
.765 
Std. Error 
4.461 
.401 
4.567 
.459 
.359 
Standardi 
zed 
Coeffide 
nts 
Beta 
.453 
.361 
.185 
t 
6.903 
5.976 
6182 
4,159 
2.130 
Sig. 
.000 
.000 
.000 
.000 
.035 
a. Dependent Variable: Job-Satisfaction 
Table-4.17 
Stepwise Multiple Regression 
Predictors(IVs)of Aflfective Commitment(DV)-A Facet of Work Commitment 
Sample of Managers N=140 
ANOVA*= 
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
315.364 
2840.428 
3155.793 
411.316 
2744.477 
3155.793 
df 
1 
138 
139 
2 
137 
139 
Mean 
Square 
315.364 
20.583 
205.658 
20.033 
F 
15.322 
10.266 
Sig. 
.000^ 
.000'' 
a. Predictors: (Constant), Org Culture 
b. Predictors: (Constant), Org. Culture, Openness 
c. Dependent Variable: Affective Commitment 
,.^  ^-'-'^' 
1^  Ace. No. 
-N 
\t^-r-5-5^6. J 
-^-^^^:rT'^ 
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commitment dimension viz.. 'affective commitment' as their corresponding 
statistical values t=4.147 and t=2.189 are found statistically significant. In 
accordance with the findings, the related null-hypothesis Ho26 and Ho 16 are found 
rejected (given in Chapter-II, p- 48). 
In view of the obtained findings given in Table-4.17A. it is evident that 
"organisational culture as a whole" has emerged to be the most important significant 
predictors of "affective commitment." 
The findings seem to be quite logical as in the present world of work, 
enriched organisational cuhure has been increasingly receixing importance for 
employees working across various hierarchical levels in the organisations boosting 
motivation, satisfaction, commitment and accelerating individual employees, as well 
as. organisational effectiveness. So far as affective commitment,\vhich refers to one's 
emotional attachment, is concerned, it is significantly important to mention that 
enriched organisational cuhure based on the basic philosophy of work humanisation 
is highly instrumental for exerting positive influence in developing emotional 
attachment with work and the organisation. Moreover, 'organisational cuhure" as a 
whole not only in itself inculcate emotional commitment (affective commitment) but 
acculturation through the process of socialisation helps in internalising work-values 
that in effect, become highly instrumental in developing emotional commitment 
(affective commitment) with, whatever, responsibilities the job-incumbents are 
entrusted with, which excel when the individual employee gets enriched and more 
conducive organisational work cuhure as a whole. 
'Openness"-one of the facets of 'organisational cuhure" emerged to be 
another predictor variable of "affectixe commitment." To support this finding, it is 
imperative to point out without reser\ ation that "openness" is in rtself a heakhy sign 
and a key factor of 'organisational cuhure' which certainly has rts poshive impact for 
developing emotional attachment to the organisation. In case of such organisational 
culture where whispering, back-biting are common, the commitment especially the 
"affective commitment' referring to the emotion oriented attachment w hh work and 
the organisation gets very low and as a resuh poor organisational effectiveness or 
performance is witnessed. However, "oijenness" being key determiner of 
Table-4.17A 
Coefficients showing the real Predictor Variable* 
Model 
1 
2 
(Constant) 
Org. Culture 
(Constant) 
Org. Culture 
Openness 
Unstandardlzed 
Coefficients 
B 
13.417 
7.927E-02 
10.222 
.137 
-.589 
Std. Error 
3.315 
.020 
3.582 
.033 
.269 
Standardi 
zed 
Coefficie 
nts 
Beta 
.316 
.545 
-.287 
t 
4.047 
3.914 
2.854 
4.147 
-2.189 
Sig. 
.000 
.000 
.005 
.000 
.030 
a. Dependent Variable: Affective Commitment 
Table-4.18 
Stepwise Multiple Regression 
Predictoi:s(IVs)of Continuance Comnutment(DV)-A Facet of Work Commitment 
Sample of Managers N=140 
ANOVA«* 
Model 
1 
2 
3 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
1579.643 
5270.778 
6850.421 
1898.895 
4951.526 
6850.421 
2050.557 
4799.865 
6850 421 
df 
1 
138 
139 
2 
137 
139 
3 
136 
139 
Mean 
Square 
1579.643 
38.194 
949.448 
36.143 
683.519 
35.293 
F 
41.358 
26.270 
19.367 
Sig. 
.000^ 
.000" 
.000= 
a. Predictors: (Constant), Openness 
b. Predictors: (Constant), Openness, Org. Environment 
c. Predictors: (Constant), Openness, Org Environment, Org. Loyalty 
d. Dependent Variable: Continuance Commitment 
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"organisational culture as a whole" is a major aspect in developing and generating 
"affective comniitment." 
Table-4.18 pertains to indicate predictors' (IVs) influence on one another 
the other dimension of commitment namely, 'continuance commitment' (C.Co) - a 
dependent variable and obtain F=l 9.367 advocates the significant influence of 
predictor variables as the value found statistically significant far beyond .01 level of 
confidence and an in-depth multiple regression analysis highlights that three 
predictor variables (IVs) viz., 'openness', "synergy' and 'organisational loyahy" are 
significantly influencing continuance commitment (DV) as t=3.599, t=3.285. and 
t=2.073 respectively are significant at .05 level of confidence. Hence, related null-
hypotheses- Ho 16, Ho 18, and Ho24 have been rendered rejected (given in Chapter-
n, pp- 47 & 48). 
As evident from Table-4.18A that the obtained fmdings reveal the fact 
that 'openness' in organisation, 'svnergy" and 'organisational loyalty' factors are 
significant ingredients contributing to one of the dimensions of 'work commitment" 
viz., 'continuance commitment'. 'Organisational culture' dimension i.e. 'openness' 
has already been discussed earlier in the context of Table-4.17 A, the explanation of 
which stands remain the same here too, but in addition, to this key factor, 'synergy" 
and 'organisational loyalty' factors have also emerged to have significant influence 
on 'continuance commitment'. Synergy and loyalty to organisation are highly 
interdependent factors and combined together with 'openness' dimension of 
'organisational culture' has significant influence on "continuance commitment'. It 
will not be surprising to elaborate here that will to continue with the existing 
organisation is a function of such conducive organisational culture where people 
have openness in interpersonal relation that are likely to heighten level of co-
ordination and team-spirit, team spirit i.e.. synergy among employees at both 
horizontal and vertical levels. 
Table-4.19 highlights the influence of predictor variables on 'normative 
commitment'- a dimension 'work commitment* (DV) which is evident from the 
obtained value of F=23.466 being highly significant far beyond .01 level of 
confidence. Further enquiry in identifying the significant predictor variables of the 
'normative comniitment, point out that two dimensions viz., "organisational loyaky". 
and '|>ro-activity' have their predictive influence on "normative commitment' as their 
Table-4.18A 
Coefficients showing the real Predictor Variable* 
Model 
1 (Constant) 
Openness 
2 (Constant) 
Openness 
Org. 
Environment 
3 (Constant) 
Openness 
Org. 
Environment 
Org. Loyalty 
Unstandardized 
Coefficients 
B 
3.995 
1.450 
-4.595 
1.184 
.826 
-9.913 
.942 
.912 
.548 
Std. Error 
2.401 
.225 
3.716 
.237 
.278 
4.479 
.262 
.278 
.264 
Standardi 
zed 
Coefficie 
nts 
Beta 
.480 
.392 
.233 
.312 
.258 
.166 
t 
1.664 
6.431 
-1.237 
5.001 
2.972 
-2.213 
3.599 
3.285 
2.073 
Sig. 
.098 
.000 
.218 
.000 
.003 
.029 
.000 
.001 
.040 
a. Dependent Variable. Continuance Commitment 
Table-4.19 
Stepwise Multiple Regression 
Ptedictots(rVs)of Normative Commitment(DV)-A Facet of Work Commitment 
Sample of Managers N=140 
ANOVA«= 
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
609.981 
2462.619 
3072.600 
784.014 
2288.586 
3072.600 
df 
1 
138 
139 
2 
137 
139 
Mean 
Square 
609.981 
17.845 
392.007 
16.705 
F 
34.182 
23.466 
Sig. 
.000^ 
.000'' 
a. Predictors; (Constant), Org. Loyalty 
b. Predictors: (Constant), Org. Loyalty, Pro-action 
c. Dependent Variable: Normative Commitment 
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corresponding statistical values 1=5.294, and t=3.228 are found to be highly 
significant (Table-4.19A). In view of these two factors of organisational culture 
emerging as predictors of "normative commitment", the related nuU-hypotheses-
Ho25 and Ho24 are found to be rejected (Given in Chapter-IL p- 48). 
It is indeed, relevant to describe that 'normative commitment" refers to 
employees" feelings of obligation to stay with the organisation which is most likely 
to be well determined by 'organisational loyalty", subsequently with "pro-activity". 
"Organisational loyalty' and 'pro-activity' have emerged in the same sequence to 
contribute to 'normative commitment" which is quite rational in the sense that for 
'pro-activity", "organisational loyalty" is a pre-requisite factor which combined 
together may develop and enhance the sense of ""normati\e commitment"" among the 
job-incumbents working in the organisation. 
Having discussed the predictors of the different three dimensions of 
"work commitment", now. Table-4.20 advocates about the predictors of commitment 
as a whole. The Table-4.20 indicates F-values (F=21.661) as highly significant 
beyond .01 level of confidence and as a result to it further step of SMRA point out to 
the fact that 'organisational culture" as a whole and its two facets, viz., 
'organisational loyalty', and 'work-value' emerged to have their significant influence 
on "work commitment' as a whole as their obtained t-values: t=5.189.1= 2.817 and 
1=2.133 are significant beyond .05 level of confidence. Hence, related null-
hypotheses Ho26. Ho25 and Ho21 are found to be rejected (given in Chapter-II, p-
48). 
In the light of the findings, it is highly convincing to advocate that to 
enhance employees" commitment with work, organisational culture bearing 
conducive and highly positive total organisational work scenario is highly essential. 
Moreover, people with high work values are most likeh to be committed at work 
either emotionally , obligatory or forced wiih the best prevailing conditions. In 
addition to the 'organisational culture* and "work-\alues". "organisational loyalty" 
also emerged as the third predictor of 'work-commitment" as the two later factors 
viz., 'organisational loyalty' and 'work-commitment" almost cany the same meaning 
hence, are highly inter-related contributing to increase the strength of each other. 
Table-4.19A 
Coefficients showing the real Predictor Variable* 
' 
Model 
1 
2 
(Constant) 
Org, Loyalty 
(Constant) 
Org. Loyalty 
Pro-action 
Unstandardized 
Coefficients 
B 
16.182 
.982 
10.581 
.877 
.627 
Std. Error 
2.070 
.168 
2.649 
.166 
.194 
Standard! 
zed 
Coefficie 
nts 
Beta 
.446 
.398 
.243 
t 
7.819 
5.847 
3.994 
5.294 
3.228 
Sig. 
.000 
.000 
.000 
.000 
.002 
a. Dependent Variable. Normative Commitment 
Table-4.20 
Stepwise Multiple Regression 
Predictors(rVs)of Work Commitment(DV) 
Sample of Managers N=140 
ANOVA<' 
Model 
1 
2 
3 
Regression 
Residual 
Total 
Regression 
Residua! 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
6034.293 
16476.59 
22510.89 
6768.708 
15742.18 
22510.89 
7278.309 
15232.58 
22510.89 
df 
1 
138 
139 
2 
137 
139 
3 
136 
139 
Mean 
Square 
6034.293 
119.396 
3384.354 
114.906 
2426.103 
112.004 
F 
50.540 
29.453 
21.661 
Sig. 
.000^ 
OOO^" 
.000= 
a. Predictors: (Constant), Org. Culture 
b. Predictors. (Constant), Org. Culture, Org. Loyalty 
c. Predictors: (Constant), Org. Culture, Org. Loyalty, Work Values 
d. Dependent Variable: Woric Commitment 
Table-4.20A 
Coefficients showing the real Predictor Variable* 
Model 
1 
2 
3 
(Constant) 
Org. Culture 
(Constant) 
Org. Culture 
Org. Loyalty 
(Constant) 
Org. Culture 
Org. Loyalty 
Work Values 
Unstandardized 
Coefficients 
B 
17.088 
.347 
13.554 
.275 
1.253 
13.144 
.375 
1.390 
-1.200 
Std. Error 
7.985 
.049 
7.957 
.056 
.496 
7.858 
.072 
.494 
.563 
Standardi 
zed 
Coefficie 
nts 
Beta 
.518 
.411 
.210 
.560 
.233 
-.222 
t 
2.140 
7.109 
1.703 
4.942 
2.528 
1.673 
5.189 
2.817 
-2.133 
Sig. 
.034 
.000 
.091 
.000 
.013 
.097 
.000 
.006 
.035 
a. Dependent Variable: Work Commitment 
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Comparative Analysis of the Sample of Supervisors and Middle-level 
Managers: 
Having given a comprehensive description and discussion of results in the 
preceding writing of this chapter, now, the effort is being directed to make a 
comparative analysis of supervisors and middle-level managers. So far as the 
predictive influence of various IVs on DVs are concerned. 
Comparative description of the significant predictors on different criterion 
variables has been provided in Table-4.21. It is evident from the Table that 
supervisors and middle-level managers have different predictors pertaining to job-
satisfaction and work commitment except the two occasions. In the first occasion for 
both supervisors and middle-level managers, "total organisational culture" is found to 
be significantly important for internalising total work commitment, and on the other 
occasion organisational culture as a whole, again emerged to predict employees 
satisfaction as a flirtction of their "job security'. In view of the above general finding, 
it is highly pertinent to emphasise upon the fact that organisational culture is 
important in generating and de\'eIoping all sorts of work related outcomes and 
behaviour which may be instrumental for organisational effectiveness, growth and 
development. 
Apart from the two different combinations cited above, the different 
facets of job-satisfaction and v\ork commitment have different combinations of 
predictor variables. But inspite of this fact that the different predictor variable 
spread-over with different aspects of job-satisfaction and work commitment, it is 
found that there are certain independent variables which have not at all influenced 
any of the dependent variable include, "fairness", "organisational climate", 'sense of 
belongingness", and "confrontation" facets of organisational culture. It means that 
these organisational culture factors ha\ e nothing to do so far as job-satisfaction and 
work commitment are concerned because the people, either they are supervisors or 
middle-level managers are found to be much involved and committed to the work 
they are doing, hence, they have little concern for the factors which have not at all 
emerged as predictors. 
Table-4.21 
S.N 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
Findings at A Glance for Predictors 
Dependent Variables 
Affective commitment- Facet 
of work commitment 
Continuance Commitment-
Facet of work commitment 
Normative Commitment- Facet 
of work commitment 
Work commitment as whole 
Job-security-Facet of Job-
Satisfaction 
Social need-Facet of Job-
Satisfaction 
Esteem need-Facet of Job-
Satisfaction 
Need for autonomy-Facet of 
Sample 
Group of 
Supervisors 
W-C.& Op-
Op.. Sy. 0.1. 
O.I.. P.A. 
O.C. O.I., 
W.V. 
O.C. 
P.A. 
O.C. & P.A. 
P.A.. W.V. 
Job-Satisfaction & Op. 
Self-actualisation Need-Facet P.A. 
of Job-Satisfaction 
Job-satisfaction as a whole 
; 
P.A. & Op. 
Sample 
Group of 
Middle-level 
managers 
Au. 
Op. 
W.V. 
O.C, O.E.. & 
Sy. 
O.C. 
O.L. 
M.T. 
O.C. 
XX 
O.C. 
Combined 
Sample of 
Two 
Groups 
O.C. 
Op.. O.B. 
P.A.. O.B.. 
Sy. 
O.C, O.B., 
&P.A. 
O.C. 
P.A. &0.L. 
O.C 
O.C 
P.A.. & 
Con. 
1 O.C P.A. 
i 
i 
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Results of the Combined Sample of Supervisors and Middle-Level 
Managers: 
The analysis for the total sample were considered just for ascertaining the 
pattern of findings, although, it was not warranted in the present research endeavour. 
Earlier, the findings pertaining to the sub-sample of supervisors and middle-level 
managers were undertaken separately and it was witnessed that different predictors 
emerged for influencing the dependent variables in quest for the two categories of 
sample. 
When the sample of the two groups' viz., supervisors and middle-level 
managers were combined together, an entirely different picture was found to emerge. 
From Table 4.22 to 4.27, all the tables would be discussing the predictors of job-
satisfaction. 
From Tables-4.22 and 4.22A. it is e\ ident that organisational culture as a 
whole appeared to be significant predictor of job-satisfaction as a function of 'job 
security' as obtained t=6.651 given in Table-4.22A are found to be highly 
significant, hence, rejecting the nuU-h>'pothesis Ho 13 (given in Chapter-II, p.- 46). 
The influence of organisational cuhure to determine job-satisfaction with 
reference to job security is found to be consistent in all sample groups which 
definitely carries the meaning that conducive organisational culture leads to even 
hidden motivation to work, thereby, the organisational cuhure itself provides 
guarantee for enhancing the sense of job security among employees. 
The two dimensions of organisational culture namely pro-action "and" 
organisational loyahies have appeared to be the predictors of one of the facets of job-
satisfaction viz., 'social need' as is e\ident from Tables-4.23 and 4.23A. t-values 
given in the Table 4.23A are found significant that reject the null-hypotheses viz.. 
Hoi 1 and Ho 12 (given in Chapter-II. p- 47). 
It seems necessary to mention that these two factors (IVs) viz.. 'pro-
action' and 'organisational loyahy' have also emerged as predictors but only one 
factor viz., 'pro-action' in case of the sample of managers and the other factor \TZ.. 
'organisational loyahy' in case of the sample group of supervisors have been found 
significant predictors. The explanations to these findings have already been extended 
earlier which remain valid here too. 
Table-4.22 
Stepwise Multiple Regression 
Predictors(IVs) of Job Security Need-A facet of Job Satisfaction 
Combined Sample N=140 
ANOVA" 
Model 
1 Regression 
Residual 
Total 
Sum of 
Squares 
268.782 
1689.128 
1957.911 
df 
1 
278 
279 
Mean 
Square 
268.782 
6.076 
F 
44.237 
Sig. 
.000^ 
a. Predictors: (Constant), Org. Culture 
b. Dependent Variable. Job Security Need 
Table-4.22A 
Coefficients showing the real Predictor Variable' 
Model 
1 (Constant) 
Org. Culture 
Unstandardized 
Coefficients 
B 
1.432 
5.204E-02 
Std. Error 
1.262 
.008 
Standardi 
zed 
Coefficie 
nts 
Beta 
.371 
t 
1.134 
6.651 
Sig. 
.258 
.000 
a. Dependent Variable: JOb Security Need 
Table-4.23 
Stepwise Multiple Regression 
Predictor8(IVs) of Social Need-A facet of Job Satisfaction 
Combined Sample N=280 
ANOVA^ 
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
97.362 
1613.781 
1711.143 
133.020 
1578.123 
1711.143 
df 
1 
278 
279 
2 
277 
279 
Mean 
Square 
97.362 
5805 
66.510 
5.697 
F 
16.772 
11.674 
Sig. 
.000^ 
.000^ 
a. Predictors: (Constant), Pro-action 
b. Predictors: (Constant), Pro-action, Org. Loyalty 
c. Dependent Variable: Social Need 
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Organisational Culture as a whole, leads to the fiilfilmenl of 'esteem 
need' -a facet of job-satisfaction, is evident from SMRA giving ANOVA and the 
coefficients in which the later Table 4.24A provides a very clear picture. Therefore, 
null-hypothesis predicting that organisational culture will not lead to the fulfilment of 
esteem need (Hoi3) stands rejected (given in Chapter-ll. p.- 47). In this context, it 
has already been mentioned that the middle-level managers and supervisors have 
higher craving for the fulfilment of esteem need which can be surely attained by 
improving conducive organisational culture providing greater avenues to the 
employees to have the sense of fulfilling the esteem need and the same explanation is 
true in defence of the findings here too. 
It is again witnessed that for the combined sample group of middle-level 
managers and supervisors, organisational culture as a whole, emerged to predict job-
satisfaction as a fimction of employees "autonomy" at work which is evident from 
Tables-4.25 and 4.25A where the later table clearly indicates such fmdings as 
statistical value t= 4.6.80 has been found far fer beyond .01 level Of confidence. 
Therefore, the related null-hypothesis (Hoi3) stands rejected (given in Chapter-II. p.-
47). With regard to the findings nothing is required to be discussed here as 
importance of organisational culture as a whole has afready been discussed earlier, 
time and again, that stands valid even to predict job-satisfaction as a function of 
autonomy. The modem middle-level managers and supervisors have great cravings 
for this need (autonomj) in quest of exercising their skill, talents, and potentials. 
Table-4.26 indicates the significant influence of predictor variable on the 
fulfilment of Self-actiialisation need- an apex need generally important for top-level 
management people in determining their satisfaction at work. Table 4.26A isolates 
two fectors of organisational culture viz.. "pro-action" and "confrontation" which are 
likely to determine the level of satisfaction as a function of the avenues available for 
seeking the fulfilment of self-actualisation need of the sample group in discussion. In 
view of the pattern of the findings, the proposed null-hypotheses Hoi 1 and Ho 10 are 
rendered rejected (given in Chapter-II. p- 47). 
The obtained result highlighted in Table-4.26A seems to be strange and 
peculiar. But we can assert that it is a general conviction that higher order needs 
specially the esteem need, autonomy and self-actualisation need defmitely come into 
prominence one after the other only after the adequate fulfilment of each need. 
Table-4.23A 
Coefficients shiwing the real Predictor Variable* 
Model 
1 
2 
(Constant) 
Pro-action 
(Constant) 
Pro-action 
Org. Loyalty 
Unstandardized 
Coefficients 
B 
8.473 
.305 
6.857 
.259 
.173 
Std. Error 
.822 
.074 
1,039 
.076 
.069 
Standard! 
zed 
Coefficie 
nts 
Beta 
.239 
.203 
.149 
t 
10.312 
4.095 
6.600 
3.420 
2.502 
Sig. 
.000 
.000 
.000 
.001 
.013 
a. Dependent Variable: Social Need 
Table-4.24 
Stepwise Multiple Regression 
Predictots(rVs) of Esteem Need-A facet of Job Satisfaction 
Combined Sample N=280 
ANOVA" 
Model 
1 Regression 
Residual 
Total 
Sum of 
Squares 
158.138 
1163.429 
1321.568 
df 
1 
278 
279 
Mean 
Square 
158.138 
4.185 
F 
37.787 
Sig. 
.000^ 
a. Predictors: (Constant), Org. Culture 
b. Dependent Variable: Esteem Need 
Table-4.24A 
Coefficients showing the real Predictor Variable* 
Model 
1 (Constant) 
Org. Culture 
Unstandardized 
Coefficients 
B 
5.317 
3.992E-02 
Std. Error 
1.047 
.006 
Standard! 
zed 
Coefficie 
nts 
Beta 
.346 
t 
5.076 
6.147 
Sig. 
.000 
.000 
a. Dependent Variable: Esteem Need 
Table-4.25 
Stepwise Multiple Regression 
Predictors(rVs) of Need for Autonomy-A facet of Job Satisfaction 
Combined Sample N=280 
ANOVA" 
Model 
1 Regression 
Residual 
Total 
Sum of 
Squares 
113.834 
1444.734 
1558.568 
df 
1 
278 
279 
Mean 
Square 
113.834 
5.197 
F 
21.904 
Sig. 
.000^ 
a. Predictors: (Constant), Org. Culture 
b. Dependent Variable. Need For Autonomy 
Table-4.25A 
Coefficients showing the real Predictor Variable* 
Model 
1 (Constant) 
Org. Culture 
Unstandardized 
Coefficients 
B 
6.214 
3.387E-02 
Std. Error 
1.167 
.007 
Standard! 
zed 
Coefficie 
nts 
Beta 
.270 
t 
5.324 
4.680 
Sig. 
.000 
.000 
a. Dependent Variable: Need for Autonomy 
Table-4.26 
Stepwise Multiple Regression 
Ptedictois(rVs) of Self-Actualisation Need-A facet of Job Satisfaction 
Combined Sample N=280 
ANOVA'= 
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
101.112 
1325.731 
1426.843 
121.535 
1305.308 
1426.843 
df 
1 
278 
279 
2 
277 
279 
Mean 
Square 
101.112 
4.769 
60.768 
4.712 
F 
21.203 
12.896 
Sig. 
.000^ 
.000" 
a. Predictors: (Constant), Pro-action 
b. Predictors: (Constant), Pro-action, Confrontation 
c. Dependent Variable: Self-actualisation 
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Adequate fulfilment of one need and moving forward to the next higher 
need doesn't mean that the lower order needs completely looses their importance and 
never gets activated again. Thus, it is found even at the middle-level management 
that people seek gratification for the fulfilment of their self-actualisation need which 
is generally combined with the need for autonomy that generally appears afier the 
adequate fulfilment of esteem need. Infact. "confrontation"-a dimension of 
organisational culture which refers to the challenge to which management people 
should take care, can only develop the sense of having autonomy and increasing 
sense for the fulfilment of self actualisation need. The adequate fulfilment of 
autonomy, and self actualisation need combined together, are greater source of 
satisfaction at work which are generally required when the organisation keeps open 
the avenues of confrontation meaning to taking up challenges. Moreover. It is to 
emphasise that pro-action is a pre-requisite for experiencing satisfaction at work 
because good organisational culture always helps in enhancing pro-action and 
determining the activities which are in tune with the organisational objectives, hence, 
pro-action is also found as a predictor of self-actualisation need. 
The last finding of the present study is given in Tables-4.27 and 4.27A. In 
the Table-4.27 the obtained F-value (F=24.341) is highly significant. Hence, in the 
later Table-4.27A, two important variables viz.. organisational climate and pro-action 
have emerged to determine overall job-satisfaction of the combined group of middle-
level managers and supervisors as indicated statistical values. t=3.679 and t= 2.227 
are significant beyond .05 level of confidence, hence rejected the null-hypotheses 
viz.. Ho 13 and Hoi 1 (given in Chapter-H, p- 47). 
The findings obtained here are universally acceptable because today's 
emerging organisations are emphasising on developing organisational culture as a 
whole where pro-action is a pre-requisite for employees to remain in the 
organisational main stream for enhancing their satisfaction at work, improving 
organisational effectiveness and attaining tremendous organisational growth and 
development. However, organisational culture is found to be a hallmark for attaining 
the positive work-related outcomes. 
Having dwelled upon the job-satisfaction, the on-going discussion will 
pertain to the identification of the predictor variables with regard to the various work 
commitment &cets and work commitment as a whole. 
Table-4.26A 
Coefficients showing the real Predictor Variable* 
Model 
1 
2 
(Constant) 
Pro-action 
(Constant) 
Pro-action 
Confrontation 
Unstandardized 
Coefficients 
B 
8.060 
,310 
7.124 
.231 
162 
Std. Error 
.745 
.067 
.866 
.077 
.078 
Standardi 
zed 
Coefficie 
nts 
Beta 
.266 
.198 
.138 
t 
10.823 
4.605 
8227 
2.990 
2.082 
Sig. 
.000 
.000 
.000 
.003 
.038 
a. Dependent Variable: Self-actualisation 
Table-4.27 
Stepwise Multiple Regression 
Predictors(rVs) of Job Satisfaction(DV) 
Combined Sample N=280 
ANOVA'= 
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
3406.452 
21968.32 
25374.77 
3792.900 
21581.87 
25374.77 
df 
1 
278 
279 
2 
277 
279 
Mean 
Square 
3406.452 
79.023 
1896.450 
77.913 
F 
43.107 
24.341 
Sig. 
OOO^  
.000" 
a Predictors: (Constant), Org.culture 
b. Predictors: (Constant), Org. Culture, Pro-action 
c. Dependent Variable: Job Satisfaction 
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It was witnessed from the Table 4.28 and Table 4.28A that organisational 
culture as a whole has been found to emerge as the only predictor of "affective 
commitment" as obtained t=4.622 has been found to be statistically highly significant 
and consequently null-hypothesis Ho26 gets rejected (given in Chapter-II, p.- 48). In 
support of such finding,the explanations have already been given earlier in the 
context of Table-4.7 where for the group of middle-level managers, it was witnessed 
to be a predictor of'affective commitment". 
But so far as 'continuance commitment' is concerned, it is found that two 
variables viz.. 'openness' and "organisational belongingness" appeared to be 
important predictors (Table-4.29A). Thus, null-hypotheses Ho 16 and Ho22 found to 
be rejected (given Chapter-II, pp- 47 &. 48). 
Here, with regard to the predictors of 'continuance commitment' one 
factor i.e.. "openness' is constant in all the analyses either it were pertained to 
supervisors or middle-level managers or for the total sample. This pattern reveals to 
the fact that for strengthening the "continuance commitment", "openness' -a 
dimension of organisational culture seems to be pre-requisite requirement. In case of 
the total sample, 'organisational belongingness'- a dimension of organisational 
culture also emerged to be predictor of "continuance commitment', though this factor 
was completely absent when the two groups viz., middle-level managers and 
supervisors were separately analysed. At this point, it is only to mention that where 
there is a greater sense of 'belongingness" the higher the level of "continuance 
commitment' is likely to be observed. 
One another dimension of work commitment i.e. 'normative 
commitment' is found to be determined by three important predrctor variables 
belonging to organisational cukure are 'pro-action', 'organisational belongingness". 
and 'synergy' (Table-4.30 & 4.30A). Therefore, related null-hypotheses viz.. Ho25. 
Ho22. & Ho 18 are rendered rejected (given in Chapter-II, pp- 47 & 48). Here, almost 
a new trend emerged which were not witnessed to influence 'normative commitment" 
of either supervisors or middle-level managers except the factor of 'pro-action' 
which had appeared to be relevant for the sample group of managers only. Keeping 
aside the earher discussion in the present circumstances, "pro-action", "organisational 
belongingness", & "synergy' are important predictors which are most likely to 
strength "normative commitment". So far as the predictive influence of 
Table-4.27A 
Coefficients showing the real Predictor Variable* 
Model 
1 
2 
(Constant) 
Org. Culture 
(Constant) 
Org. Culture 
Pro-action 
Unstandardized 
Coefficients 
B 
26.662 
.185 
26.359 
.134 
.787 
Std. Error 
4.551 
.028 
4.521 
.036 
.353 
Standardi 
zed 
Coefficie 
nts 
Beta 
.366 
.264 
160 
t 
5.858 
6.566 
5.830 
3.679 
2.227 
Sig. 
.000 
.000 
.000 
.000 
.027 
a. Dependent Variable: Job-satisfaction 
Table-4.28 
Stepwise Multiple Regression 
Predictors(IVs) of Affective Commitment(DV)-A facet of Work Commitment 
Combined Sample N=280 
ANOVA" 
Model 
1 Regression 
Residual 
Total 
Sum of 
Squares 
362.997 
4724.714 
5087.711 
df 
1 
278 
279 
Mean 
Square 
362.997 
16.995 
F 
21.359 
Sig. 
.000^ 
a. Predictors: (Constant), Org Culture 
b. Dependent Variable: Affective Commitment 
Table-4.28A 
Coefficients showing the real Predictor Variable* 
Model 
1 (Constant) 
Org. Culture 
Unstandardized 
Coefficients 
B 
16.494 
6.048E-02 
Std. Error 
2.111 
.013 
Standardi 
zed 
Coefficie 
nts 
Beta 
.267 
t 
7.815 
4.622 
Sig. 
.000 
.000 
a. Dependent Variable: Affective Commitment 
Table-4.29 
Stepwise Multiple Regression 
Predictofs(rVs) of Continuance Commitment(DV)-A facet of Work Commitment 
Combined Sample N=280 
ANOVA' 
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
1631.832 
10439.87 
12071.70 
2003.484 
10068.22 
12071.70 
df 
1 
278 
279 
2 
277 
279 
Mean 
Square 
1631.832 
37.553 
1001.742 
36.347 
F 
43.454 
27.560 
Sig. 
.000^ 
.000" 
a. Predictors: (Constant), Openness 
b. Predictors: (Constant), Openness, Org. Belongingness 
c. Dependent Variable: Continuance Commitment 
Table-4.29A 
Coefficients showing the real Predictor Variable* 
Model 
1 
2 
(Constant) 
Openness 
(Constant) 
Openness 
Org. Belongingness 
Unstandardized 
Coefficients 
8 
9.877 
.957 
3.395 
.724 
.587 
Std. Error 
1.527 
.145 
2.523 
.160 
.183 
Standardi 
zed 
Coefficie 
nts 
Beta 
.368 
.278 
.197 
t 
6.468 
6.592 
1.345 
4.511 
3.198 
Sig. 
.000 
.000 
.180 
.000 
.002 
a. Dependent Variable: Continuance Commitment 
Table-4.30 
Stepwise Multiple Regression 
Predictors(rVs) of Normative Commitment(DV)-A facet of Work Commitment 
Combined Sample N=280 
ANOVA'' 
Model 
1 Regression 
Residual 
Total 
2 Regression 
Residual 
Total 
3 Regression 
Residual 
Total 
Sum of 
Squares 
650.995 
5439.447 
6090.443 
882095 
5208.348 
6090.443 
956.337 
5134.106 
6090.443 
df 
1 
278 
279 
2 
277 
279 
3 
276 
279 
Mean 
Square 
650.995 
19.566 
441.048 
18.803 
318.779 
18.602 
F 
33.271 
23.457 
17.137 
Sig. 
.000^ 
OOO'' 
.000<= 
a. Predictors: (Constant), Org. Loyalty 
b. Predictors: (Constant), Org. Loyalty, Org. Belongingness 
c. Predictors: (Constant), Org. Loyalty, Org. Belongingness, Org. Environment 
d. Dependent Variable: Normative Commitment 
Table-4.30A 
Coefficientsshowing the real Predictor Variable' 
Model 
1 
2 
3 
(Constant) 
Org. Loyalty 
(Constant) 
Org. Loyalty 
Org. Belongingness 
(Constant) 
Org. Loyalty 
Org. Belongingness 
Org. Environment 
Unstandardized 
Coefficients 
B 
19.593 
.718 
14.932 
.553 
.442 
12.417 
.566 
.356 
.261 
Std. Error 
1.539 
.124 
2.011 
.131 
.126 
2.363 
.130 
.132 
.131 
Standardi 
zed 
Coefficie 
nts 
Beta 
.327 
.252 
.209 
.258 
.168 
.117 
t 
12.734 
5.768 
7.427 
4.225 
3.506 
5.255 
4.344 
2.691 
1.998 
Sig. 
.000 
.000 
.000 
.000 
.001 
.000 
.000 
.008 
.047 
a. Dependent Variable: Normative Commitment 
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'organisational belongingness' is concerned, it is witnessed important for almost all 
types of commitment except the 'affective commitment', in which case every one 
will wonder that why 'organisational belongingness' could not be appeared as 
significant function of 'affective commitment'. Sometimes the reasons are 
completely unknown because of the employees reservation in responding to the 
question asked. 
From Tables-4.31 and 4.31 A. it is evident that organisational culture as a 
whole, and its two dimension viz., 'organisational belongingness" and 'pro-action' 
are found to influence significantly employees* work corrmiitment as a whole as 
indicated F-value (Table 4.31) and t-values (Table-4.31 A) are found statistically 
highly significant. Therefore, related null-hypotheses Ho26. Ho22. and Ho25 are 
found rejected (given in Chapter-II. p- 48). 
From the findings, it is consistently observed that organisation culture, as 
a whole, is an important predictor of work-commitment as a whole. Apart from 
organisatk)nal cuhure. its two dimensions viz., 'organisational belongingness', and 
'pro-action' are also found to be determining work commitment. Here again, instead 
of organisational culture as a whole, 'organisational belongingness" seems to be 
consistently inherent for the numerous types of commitment except for 'affective 
commitment'. 
The entire write-up of this chapter given in the preceding pages have 
comprehensively highlighted the findings obtained and the logical discussion of the 
results as well, opting the pre-programmed plan. Therefore, findings pertaining to the 
group of supervisors, middle-level managers, and thereafter, total sample irrespective 
of the two groups, were described as well as discussed. In the light of the over-all 
picture of the findings of the present larger investigation, it has been observed that 
there is no uniformity in the pattern of the influence of predictor \ariables so far as 
employees work commitment and job-satisfaction are concerned. However, 
conclusions of the study in detail will be given in the next Chapter-IV meant for 
conclusions and suggestions'. 
Table-4.31 
Stepwise Multiple Regression 
Ptedictors(IVs) of Work Cominitment(DV) 
Combined Sample N=280 
ANOVA*" 
Model 
1 
2 
3 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
6550.233 
31904.88 
38455 11 
7302.107 
31153.00 
38455.11 
7992.821 
30462.29 
38455.11 
df 
1 
278 
279 
2 
277 
279 
3 
276 
279 
Mean 
Square 
6550.233 
114.766 
3651.053 
112,466 
2664.274 
110.371 
F 
57.075 
32.464 
24.139 
Sig. 
.0003 
.000" 
.000^ 
a. Predictors: (Constant), Org. Culture 
b. Predictors: (Constant), Org. Culture, Org. Belongingness 
c. Predictors: (Constant), Org. Culture, Org. Belongingness, Org. Loyalty 
d. Dependent Variable: Commitment 
Table-4.31A 
Coefficients showing the real Predictor Variable' 
Model 
1 
2 
3 
(Constant) 
Org. Culture 
(Constant) 
Org. Culture 
Org. Belongingness 
(Constant) 
Org. Culture 
Org. Belongingness 
Org. Loyalty 
Unstandardized 
Coefficients 
B 
33.015 
.257 
29.994 
.185 
.966 
27.781 
.136 
.931 
.871 
Std. Error 
5.485 
.034 
5.554 
.044 
.373 
5.572 
.048 
.370 
.348 
Standardi 
zed 
Coefficie 
nts 
Beta 
.413 
.297 
.182 
.218 
.175 
.158 
t 
6 020 
7.555 
5.401 
4.221 
2.586 
4.985 
2.850 
2.515 
2.502 
Sig. 
.000 
.000 
.000 
.000 
.010 
.000 
.005 
.012 
.013 
a. Dependent Variable: Commitment 
Chapter-V 
CONCLUSION AND SUGGESTIONS 
Conclusion: 
This chapter is meant to conclude the findings on the basis of entire 
empirical work on the problem entitled, "Organisational Culture as determiner of 
job-satisfaction and work commitment-A study on supervisors and middle-level 
managers" and, moreover, to suggest direction in the light of the pros and cons of the 
present investigation that must be taken care-of in similar future endeavours. 
However, the manner in which the results were discussed in the preceding chapter, in 
the similar fashion conclusions will also be presented i.e., firstly, the sample group of 
supervisors will be taken, secondly, the group of middle-level managers and thirdly, 
the total combined sample. Tables-5.1 & 5.2 provide a comprehensive picture, which 
have the glimpse of the findings at a glance. The conclusions drawn are being 
highlighted below. 
Sample group of supervisors: 
Table-5.1 showing the findings at a glance gives a vivid picture of the 
determiners of job-satisfaction and job-satisfaction as a whole are concerned, these 
are generally found to be influenced by organisational culture as a whole. The 
dependent variables like job-satisfaction with reference to "job-security", "need for 
autonomy" and the job-satisfaction as a whole, have come up to be determined by 
organisational cuUure in general. But in case of the experience of job-satisfaction as 
a function of the fulfilment of "social need" and "esteem need" it was found that the 
organisational culture dimension viz.. "Organisational loyahy" and "mutual trust" 
respectively have emerged as significant predictors, whereas, none of the IVs could 
have been witnessed to significantly predict satisfaction with self-actualisation need. 
It has already been mentioned earher that organisational culture, in general, has 
become a very strong conqwnent to develop and enhance sense of satisfaction with 
regard to one facet or interactive combination of these facets or of the job-
satisfaction as a whole. It is quite obvious and implicit in the concept of cuhure that 
"loyaky" and "mutual trust" are so deeply in-built in the social or organisational 
culture that these are generally being highly imperceptible have very strong effects. It 
is also evident jfrom the findings that for the group of supervisors who are definitely 
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not managers but a very close associates, have probably no cravings for "self-
actualisation need", hence, none of the independent variables have been found to be 
highly correlated with 'self-actualisation need" as a source of job-satisfaction. 
Apart from the above, so far as the various facets of organisational culture 
which have emerged as predictors of the three components of work commitment, as 
well as, the work commitment as a whole. The fmdings clearly mention that the 
"autonomy" is found to be the predictor of "affective commitment," "openness" to 
"continuance commitment," "work values" to "normative commitment." and 
"organisational culture'" as a whole, and one of its dimension viz.. " organisational 
environment" to "work commitment". Here, it is surprising to obtain the variation 
and uncommonly picture of the predictor variables. Such patterns of findings are 
most likely to be the cause of the quantum of contribution given by each independent 
\ariable to different dependent variables. Since MRA (multiple regression analysis) 
only gives entry to those variables, which have relatively, high correlation value and 
stops or prohibits the entry to those variables having low correlation values, so. the 
variables having only high coeflficients are taken in the equation, hence, uncommonly 
picture emerged. 
Sample Group of Managers: 
The overall picture of the findings speaks of the feet that "pro-action" and 
"openness" in organisation have emerged as significant predictors. And for its (job-
satisfaction) various facets, organisational cuhure as a whole was found related to 
job-satisfaction as a consequence of "job security"; "pro-action" for "social need": 
organisational cuhure as a whole and "pro-action" in relation to "esteem need": "pro-
action", "work values" and "openness" tor " need for autonomy" and "pro-action" 
for "self-actuaUsation need". 
So far as job-satisfaction as a whole is concerned, organisational cuhure 
as a whole is a major determiner of work commitment and for one of its dimensions 
\Tz.. "affective commitment" for the group of middle-level managers. In addition to 
the organisational cuhure as a whole, some of its facet viz., "organisational loyahy." 
and •^ vork values" are also imponant predictors of work commitment. And for other 
components of work commitment, organisational culture as a whole and one of its 
dimensions viz.. "openness" is found significant predictor for "affective 
Conmiitment"; "openness", "synergy", and "organisational toyahy" for "continuance 
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commitment"; and "organisational loyalty" and "pro-action"' have been found 
significant predictors of "normative commitment". 
It is imperative to mention that out of twelve dimensions of organisational 
culture, 50% of its facets have come up as predictors of job-satisfaction and work 
commitment which have been mentioned above, as well as in Table-5.1, whereas, the 
remaining 50% variables viz., "fairness", "mutual trust", "organisational climate", 
"autonomy", "organisational belongingness" and "confrontation" have not. at all, 
been found contributing to any of the dependent variables related to job-satisfaction 
and work commitment (Table-5.2). 
Description of the conclusions drawn from the findings with respect to the 
two groups separately have been presented above which in itself highlight a 
comparative picture of the two groups and it is observed that there is a little 
similarity between the two groups, so far as. predictor variables influencing the 
various DVs are concerned. A clear comparative picture is shown in Tables-5.1 & 
5.2 for predictor and non-predictor variables respectively. 
Combined Sample of Supervisors and Middle-level Managers: 
The conclusion for the total sample irrespective of the sample group of 
supervisors and middle-level managers is almost clear from Table-5.1. where 
organisational culture as a whole has generally emerged to be the significant 
predictor of the various DVs viz., job-satisfaction and work commitment, although, 
other factors have also come up as predictors but are uncommon in predicting the 
various criterion variables pertaining to either job-satisfaction or work commitment 
which are highlighted in the Table-5.1 of "Findings at a Glance'. 
In case of the total sample, six IVs related to organisational culture have 
not been found to significantly predict any one of the criterion variables. The 
variables which have not entered to equation are "fairness," "mutual trust", 
"organisational climate', "organisational environment," and "autonomy" awl**iooAia 
Table-5.1 
Findings at A Glance 
(Predictors) 
S.N Dependent Variables 
Affective commitment- Facet 
of work commitment 
Continuance Commitment-
Facet of work commitment 
Normative Commitment- Facet 
of work commitment 
Sample 
Group of 
Supemsofs 
W-C.& Op. 
Sample 
Group of 
Middle-level 
managers 
Au. 
Op..S>.0.1. Op 
0.1.. P.A. W.V. 
Combined 
Sample of 
Two 
Groups 
O.C. 
Op.. O.B. 
P.A., O.B. 
Sy. 
Work commitment as whole O.C. 0.1.. 
W.V. 
O.C, O.E., & 
Sy. 
O.C, O.B. 
&P.A. 
Job-security-Facet of Job-
Satisfaction 
O.C O.C. O.C. 
8. 
Social need-Facet of Job-
Satisfaction 
P.A. O.L. P.A. &0.L. 
Esteem need-Facet of Job-
Satisfaction 
O.C. & P.A 
10. 
Need for autonomy-Facet of 
Job-Satisfaction 
Self-actualisation Need-Facet 
of Job-Satisfaction 
Job-satisfaction as a whole 
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Table-5.2 
Findings at a Glance 
(Non-Pfcdictofs) 
Dependent 
Variables 
Job satisfaction 
and Work 
commitment and 
their facets 
Sample Group of 
Supervisors 
Fa. M.T.. O.Cl.. 
O.E.. Au.. O.B.. & 
Con. 
Sample GrouD of 
Managers 
Fa. O.Cl.. Au.. O.B., 
Con.. & P.A. 
Combined 
Sample of Two 
Groups 
Fa. M.T.. O.Cl.. 
O.E.. Au.. & 
W.V. 
At length, in concluding the fmdings it is impjerative to mention that 
conducive organisational culture is instrumental for job-satisfaction and work 
commitment but two determiners of organisational culture viz.. "fairness" and 
"organisational climate" have not, at all, been found as significant predictors of the 
criterion variables. 
Suggestion: 
Almost, all the researches, specially in behavioural sciences bear certain 
positive as well as negative aspects which lead to develop better strategies and. in 
turn, shape future organisation and provide direction to researchers in future 
researches. Even after these precautions there may be other shortcomings and such 
process continues because of the dynamic changes in both human being and the 
environment and the interaction thereof Hence, researches in social sciences too 
remain a developmental process. 
Keeping in view the above realities,certain observations have been drawn 
from the present larger investigation leading to Ph.D. degree in Psychology. Since, 
the present Study was conducted on the sample of supervisors and middle-level 
managers working in semi-public sector, hence, the findings of the study may be 
confined to only semi-public units. If such studies were conducted on varied other 
sample like technical and non-technical production line err^iloyees working in purely 
Chapter- V 105 
public or private sector units, other than semi-pubHc sector, then the findings would 
have been different. Therefore, it is suggested that in future researches this aspect 
should be given proper attention, which will widen generality and application of the 
findings. 
Secondly, it is observed in the light of the obtained results that most of the 
predictor variables were excluded fi-om being into the equation. If these excluded TVs 
would have been run in interaction then, there would have been most likely chances 
that those excluded IVs in interaction with each other might have emerged as 
predictors. It is, therefore, suggested that by using ANOVA. the interaction of these 
IVs must be studied to get interactional effect on DV, instead of. only getting the 
information of the direct effects" which could not have been feasible in the present 
study because of large number of IVs and relatively ver>- small number of sample of 
supervisors and middle-lev el managers. 
At length, it is imperative to suggest here that since, job-satisfaction and 
work commitment are significant work related behaviour leading to organisational 
effectiveness, growth, and development, for which organisational culture in today's 
cybernetic world of work is considered instrumental, therefore, such studies must be 
conducted periodically in future, so that with the changing time scenario new 
organisational dimensions may be identified to give better shape to organisations in 
unending future. 
SUMMARY 
The present empirical research was endeavoured to study Organisational 
Culture as a function of job-satisfaction and work commitment on the sample of 
supervisors and middle-level managers. Infact. in this modem era of most humanised 
environment, it is middle-level managers and supervisors' ability which has great 
relevance for the effectiveness of any organisation as superxisory behaviour exert 
decisive effect on the morale, productivity, satisfaction and on whatever the work 
related outcomes may be. These cadres are very important because they represent 
middle level management as well as slightly lower but ver> influential cadre in 
management and supervision. These key and significantly effective players of the 
organisation bear greater responsibility to manage the organisation in such a fashion 
so that they could overcome all the hurdles by resolving the problems and conflicts, 
hence, achieving the ultimate organisational goals, paving the way to organisational 
effectiveness, growth and development by enhancing employees" motivation, 
satisfaction, commitment and productive efficiency as well. 
The present larger empirical research leading to Ph.D. in Psychology has 
been presented in five standard Chapters. Chapter-I highlights brief history and 
detailed description of concepts and meaning of various dependent and independent 
variables where researcher had also mentioned the relevance of these in the modem 
business world for improving TQM (Total Quality Management) which is a popular 
slogan in modem organisations. Job-Satisfaction and Work Commitment which are 
the best likelihood outcomes of the approach of TQM but culture transformation to 
the best of conducive organisational culture seems to be pre-requisite for successfiil 
implementation of TQM. 
Among the various concepts used here, job-satisfaction is one of the 
dependent variable that refers to a combination of physiological, psychological, and 
enviroimiental circumstances that causes a person to feel satisfied with his/her job. 
The experience of satisfaction is likely to induce greater sense of attachment with 
one's work and the organisation. Similarly, work commitment - an another 
dependent variable and a powerful tool and an aid to achieve higher level of 
performance is likely to be an outcome of organisational culture as best 
organisational culture keeps one emotionally and behaviourally attached to work and 
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subsequently, involving one in discharging their responsibilities with best possible 
efforts. The concept of organisational culture which is an only independent variable 
has a mention, time and again, in the preceding writing, is a product of number of 
variables like leadership style, organisational policies, practices, traditions, 
conventions, etc. 
Chapter-Il have dealt with the survey of literature in the same order as 
nature and concepts of dependent and independent variables were presented in the 
first chapter. In the light of the survey of literature, there was no option except to 
formulate null-hypotheses assuming that organisational culture as a whole and its 
various facets will not influence job-satisfaction and work commitment as a whole 
and their various facets too which have been elaborated at the end of the Chapter-II. 
Methodology opted in carrying out research investigation has been 
described in Chapter-Ill. The study was conducted on the sample of supervisors 
(n=140) and middle-level managers (n=140) which was drawn from semi-public 
sector organisation by using stratified random sampling technique. Keeping in view 
the purpose of research endeavour, researchers had used Porter's need satisfaction 
scale for measuring job-satisfaction, which is known for having high reliability and 
validity. Then for measuring work commitment and organisational cuhure 
researchers developed devices (questionnaires). Organisational CommitnKnt scale 
was consisted of 15-items based on three dimensions namely, affective commitment, 
continuance commitment, normative commitment, whereas, organisation culture 
scale was consisted of 44-items based on twelve dimensions viz.. feimess. mutual 
trust, openness, organisational climate, organisational environment, synergy, 
autonomy, work values, organisational belongingness, confrontation, pro-action and 
organisational loyalty. Reliability (split-half) and validity (congruent) coefficients 
were calculated in quest of standardising the tests. After choosing and developing 
standardised tools, these were administered on the sample drawn. Thereafter, 
tabulations of the data were completed. For obtaining fmdings and reaching to the 
conclusions most appropriate statistics i.e. stepwise multiple regression was run on 
the data to see the influence of various IVs on DVs. Stepwise multiple regression is a 
statistical test which has the proficiency of isolating the predictor variables of DVs 
on the basis of simple correlation first and then on the basis of partial correlation. 
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Chapter-IV contained detailed description and discussion of the findings 
obtained by running stepwise multiple regression on raw data and it was found that 
job-satisfaction, work commitment and their various facets are being significantly 
influenced by organisational culture and by its facets too. It has also been noticed 
that almost 60% of the predictor variables were emerged in case of the sample of 
supervisors and almost 50% IVs have come up in case of the sample of middle-level 
managers and when total combined sample was analysed then again about 60% IVs 
were found to be emerged as predictors. 
Finally, in the last Chapter-V. conclusions drawn presented and 
suggestions were put-forth to be properly taken care of in fiiture researches. It has 
been suggested that for wider generalit\ of the outcomes of the investigation, the 
study is needed to be conducted on varied other samples like technical, non-technical 
production-line workers for whom too, conducive organisational culture is a 
motivational force, satisfying experience leading to commitment with work and the 
organisation. 
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Appendix-I 
Dear Sir / Respondents, 
Its pleasure to meet you for the purpose of data collection in pursuit 
of research work. This work cannot be accomplished without your co-operation. 
The aim of the present endeavour is to study about the various aspects of the 
work you are performing. So it is necessary to know your views and opinions 
related to job. The questions / statements in the questionnaire are meant to know 
your PERSONAL VIEWS. To make the research endeavour successful, it is 
important for you to extend your whole hearted co-operation by giving frank and 
honest responses to each question/ statement. I assure you that the information 
given by you would be kept strictly confidential. Once again you are requested to 
extend your co-operation for the accomplishment of the task. 
Your co-operation is solicited. 
Before going through the questionnaire, please see the following 
GENERAL INSTRUCTIONS: 
1. Answer the questions serially, i.e. as they appear in the format. 
2. If some statements or questions appear to be similar, even then you answer 
each of them separately. 
3. It is expected that while answering, you do not consuh anyone else. We want 
to know your opinions, views and feelings, not theirs. 
4. Do not take too much time over any particular question. Whatever, answer 
ccrnies first to Your mind, give that. 
5. Please be as honest as possible and do not hesitate. Feel free to give your 
frank responses. Confidentiality of your responses is assured. 
6. It is necessary that you answer all questions / statements. Please do not leave 
any question/Statement unanswered. 
Please, do not leave any Question /statement unanswered. 
^ NASHEEDIMTIAZ 
Appendix-II 
Job-Satisfaction Scale 
OSS) 
Twenty job hems have been listed below and you have to evaluate each aspect 
on 5-point scale. Here, you are requested to indicate the extent to which each aspect IS 
PRESENT in your job. Assign "5" to the job aspect which is present in the maximum 
degree and "1" to the aspect which is present in minimum degree in your job. So please 
rate each item on 5-point scale from maximum "5" to minimum "1". 
1. The opportunity for personal growth and development. 
2. The pay for my job. 
3. The prestige of my job in the department. 
4. The opportunity in my job for participating in settii^ of goals. 
5. The feeling of worthwhile accomplishment in my job. 
6. The opportunity in my job for participating in determination of method and 
procedures. 
7. The feeling of self-fiilfilment a person gets from being in my job. 
8. The prestige of my job outside the department. 
9. The feeling of security in my job. 
10. The opportunity in my job to help other people. 
11. The opportunity for independent thought and action in my job. 
12. The opportunity to develop close friendship in my job. 
13. The feeling of being-in-the know in my job. 
14. The authority connected with my job. 
15. TTie feeling of self-esteem a person gets from being in my job. 
Please, recheck that you have answered the entire question. 
Appendix-Ill 
Work Commitment Scale 
(WCS) 
Listed below are a series of statement that represent possible feelings that individuals 
might have about the company or organisation for which they work. Please, indicate the 
degree of your agreement or disagreement with each statement in the bracket ( ) 
provided against each statement. Response to each item is to be measured on a 7-point 
scale with point labelled as; 
> Strongly Disagree 1 
> Moderately Disagree 2 
> Slightly Disagree 3 
> Neither Disagree Nor Agree 4 
> Slightly Agree 5 
> Moderately Agree 6 
> Strongly Agree 7 
> 
1. I feel proud of being attached to my organisation. ( a ) ( ) 
2. I feel that I would be at loss when I would be leaving this organisation. ( b) ( ) 
3. I have a firm conviction of not leaving job in this organisation because this 
Organisation has helped me to stand on my feet, (c) ( ) 
4. I can never think of leaving this organisation even if my promotion is delayed, (b) ) 
5. Real pleasure come to me only when I accomplish the task. ( c ) ( ) 
6. I live, eat and breathe my job in this organisation. (a ) ( ) 
7. I feel sorry and dissatisfied when I fail to utilise ray utmost eflforts for meeting the 
goals of this organisation. ( c ) ( ) 
8. I don't leave the work place unless 1 complete my task/work. ( a) ( ) 
9. My organisation is sufficiently fulfilling my needs which other organisation can not 
do.(b) ( ) 
10.1 love to work for my organisation. ( c ) ( ) 
11. What status 1 am enjoying here, I could not have found it in other organisation. ( b ) 
( ) 
12. Personal benefit are more important to help promote organisation development.( a ) 
® ( ) 
13.1 do not delay my work because I can not take any risk of being kicked out from my 
organisation. ( b ) ( ) 
14.1 believe one should not over-stay in the organisation at the cost of femily affairs. 
(a)® ( ) 
15. My organisation has provided me opportunity to live with dignity on this earth. So I 
can never think to switc-hover to other organisation/company, (c) ( ) 
Please, recheck that you have answered the entire question. 
Appendix-IIIA 
Item No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
Work Commitment Scale 
Item Analysis 
Correlations with composit score 
Contingency coefficients *C* 
(Corrected) 
0.67 
0.66 
0.74 
0.69 
0.44 
0.49 
0.50 
0.54 
0.39 
0.53 
0.60 
0.63 
0.54 
0.44 
0.62 
Chi-square 
X? 
228.07** 
216.10** 
338.92** 
266.03** 
67.22** 
88.47** 
93.33** 
115.26** 
50.23** 
109.38** 
157.50** 
184.26** 
115.26** 
67.22** 
174.84** 
Significance level- **p< 00.01 & *p< 00.05 
Appendix'IV 
Organisational Culture Questionnaire 
(OCQ) 
This questionnaire is designed to find out some of the believes, values and practices 
of the organisation in which you are working. Below are given no. Of statements / 
questions and you are requested to read carefully each and to respond in the following 
manner. 
> Assign "I" to the statement / question when you have strong disagreement. 
> Assign "2" to the statement / question when you have dis^reement. 
> Assign "3" to the statement / question when you have neutral view. 
> Assign "4" to the statement / question when you have agreement. 
> Assign "5" to the statement / question when you have strong agreement. 
1. In our organisation employee's skills and abilities are given due weightage in giving 
Promotion and sanctioning any other reward (a) ( ) 
2. Peoples generally have greater enthusiasm to take initiative at work, (k) ( ) 
3. People generally follow organisatk>nal rules and regulations here, (i) ( ) 
4. En^toyees always feel fi-ee to think, generate, and apply new ideas for the 
productive growth of the company. (g ) ( ) 
5. Supervisors /Managers generally emphasise over team - work in carrying out Work 
-responsibilities here.(e) ( ) 
6. Critrcism and back - biting is a normal culture in this organisation. (c ) (S) ( ) 
7. En5)toyees generally take initiative to resolve the conflicts and problems at their 
own level. ( j ) ( ) 
8. Enq)loyees interact and communicate with their superiors, colleagues, and 
subordinates in confidence and trust. (b ) ( ) 
9. Enptoyees are generally being treated here as they are expecting. ( h ) ( ) 
10. Supportive attitude is encourage and promoted here. ( d ) ( ) 
11. Maintaining harmony is highly valued here. ( f ) ( ) 
12. Employees with right spirit generally hold discussions and give suggestions to help 
improve organisational working and productive efficiency. ( k ) ( ) 
13. Generally employees behaviour at work are quite predictable, (h) ( ) 
14. People feel proud for organisational fairness. ( a ) ( ) 
15. Absenteeism level is very low in our company / organisation. ( i ) ( ) 
16. Employees have greater freedom to act independently within the boundaries of their 
job responsibilities. ( g ) ( ) 
17. Enqjloyees generally have confidence among others that they will help them to 
resolve problems and if needed they would willingly share responsibilities at 
work here.(b) ( ) 
18. People have very open discussion with regard to all sorts of problems for better 
solution. ( j ) ' ( ) 
19. People feel free to work here, ( f) ( ) 
20. People are strictly supervised here through strict organisational rules and 
regulations.( d ) ® ( ) 
21. People spontaneously express their feeling either pleasant or unpleasant before 
managers / supervisors and their feeling are well attended and cared here. (c ) ( ) 
22.1 have the feeling of loosing my interest and commitment with my woric and the 
organisation here. (1) ® ( ) 
23. People are action-oriented, willing to take initiative & show a high degree of pro-
organisational activity. ( k) ( ) 
24. People are generally productive and self controlled here. ( g) ( ) 
25. The organisation is well organised and has clearly defined goals. (c ) ( ) 
26. People try to put their best effort to work with others rather to have an 
individualistic effort. ( e) ( ) 
27. People generally do not want to work unless they are forced, (h) ® ( ) 
28. People generally feel that they are not being trusted here. (b). ® ( ) 
29. Nurturing & helping subordinates is encouraged in this organisation, (d) ( ) 
30.1 am, for my organisation / conpany. (1) ( ) 
31. People generally say with proud about the prestige and status of the 
organisation/conq)any in which they are working. ( i ) ( ) 
32. Work environment allows people to acconplish the tasks in their best way here; 
hence, they do not hesitate to take up competitive and challenging tasks. ( j ) ( ) 
33. Company / organisation strictly adhere very open self-appraisal system, (a) ( ) 
34. Performance standards are very low in the organisatioa (h) ® ( ) 
35. People share responsibilities without hesitation, (e) ( ) 
36. People's achievement and competencies are given more importance than 
hierarchical status here. ( f) ( ) 
37. People usually do not tolerate criticism against the organisation / company. ( i ) ( ) 
38. Suggestions and employees grievances are welcomed here from all either seniors or 
juniors in cadre and are well taken for both employees quality of life and 
organisational development. ( g ) ( ) 
39. Work environment is very unhealthy and suffocative here.( d) ® ( ) 
40. People here are more individualistic; they only complete assigned task for which 
they are e;q)ected to be compensated. ( e ) ( ) 
41. People are generally deeply involve in developing and working out best means 
for promoting organisation / company productive efficiency.( f) ( ) 
42. There is no place here for the honest and efficient en^toyees. (a) ® ( ) 
43.1 have the feeling that what I have achieved in n^ life , it is only because of my 
organisation / company.( 1) ( ) 
44. People are only expected to follow proper channels of communication here. ( f) ® 
( ) 
45. Responsibilities are allocated here without any prejudice. ( a ) ( ) 
Please, recheck that you have answered all the questions. 
Appendix-IVA 
Organisational Culture Questionnaire 
Item Analysis 
Correlation's with composit score 
Item No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
21. 
22. 
23. 
Contineencv coeflicients ' C 
(Corrected) 
.75 
.51 
.42 
.55 
.57 
.69 
.39 
.66 
.56 
.66 
.48 
.72 
.46 
.44 
.41 
.88 
.66 
.58 
.58 
.53 
.62 
.49 
.59 
Chi-square 
x! 
360.00** 
98.43** 
59.77** 
121.43** 
133.75** 
263.07** 
50.23** 
216.10** 
127.93** 
216.10** 
830.83** 
301.39** 
75.15** 
63.53** 
56.58** 
961.14** 
216.10** 
141.94** 
141.94** 
109.38** 
174.84** 
88.47** 
149.51** 
Item No. Contingency coefficients *C* Chi-square 
(Corrected) X? 
24. .56 127.93** 
25. .66 216.10** 
26. .63 184.27** 
27. .52 103.77** 
28.^ .59- 457:50** 
29. .55 121.43** 
30. .49 88.47** 
31. .53 109.38** 
32. .65 204.85** 
33. .45 71.097** 
34. .51 98.43** 
35. .53 109.38** 
36. .63 184.27** 
37. .39 50.23** 
38. .67 228.12** 
39. .59 153.45** 
40. .51 98.43** 
41- .54 115.26** 
42. .64 194.26** 
43. .42 59.97** 
44. .16 7.36 
45. .62 174.84** 
Significance level- **p< 00.01 & *p< 00.05. 
Appendix'V 
Biographical Information Blank 
Please furnish the following information: 
1. Age-
2. Sex-
3. Religion-
4. State/City-
5. Qualification-
6. Rvural / Urban-
7. Marital status -
8. Present Position-
9. No. Of dependents-
10. Total work experience-
11. Number of promotions earned till now-
12. Work experience in the present organisation -
13. General health- (Very Good / Good / Neutral / Poor / Very Poor.). 
